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ABSTRACT
Phenomenological Study on the Impact of Servant Leadership on Establishing a Culture of High
Performance as Perceived by Principals of Native American Schools
by Antonio Sandifer
Purpose. It was the purpose of this study to explore and describe how principals of elementary,
middle, and high schools for Native American students in Washington State perceived the impact
of servant leadership constructs developed by Patterson (2003) on establishing a culture of high
performance.
Methodology. This qualitative phenomenological study was chosen due to the research question
asking what is the impact of Patterson’s (2003) seven servant leadership constructs on
establishing a culture of high performance as perceived by principals of Native American
schools. A total of eight principals of Native American schools were interviewed and asked a
series of questions about their lived experiences and their beliefs or perceptions of the impact the
constructs had on establishing a culture of high performance.
Findings. It was discovered through the 15 themes and 247 references identified by the
participants, the seven servant leadership constructs of agapao love, humility, altruism, vision,
trust, empowerment, and service all helped to establish a culture of high performance.
Conclusions. There were five conclusions drawn from the findings and data that described the
perceived impact of the seven servant leadership constructs for establishing a culture of high
performance from principals of Native American schools. Principals of Native American
schools that establish a culture of high performance demonstrated the following (a) doing what is
in the best interest of teachers, support staff, and students; (b) selfless service; (c) having a
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student-centered focus; (d) being a purpose-driven decision maker; and (e) operating within a
sacred hoop of the constructs.
Recommendations for Action. The researcher recommends this phenomenological study be
conducted with Bureau of Indian Education schools only and be replicated with principals of
schools with a majority of African American students. Another recommendation is to conduct a
mixed-methods study with Native American schools located only on Indian Reservations and a
meta-analysis of the servant leadership dissertations. Lastly, a study on the single servant
leadership construct agapao love in Native American schools is suggested.
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PREFACE
Following discussions and considerations regarding the opportunity to study
Patterson’s (2003) servant leadership constructs, two faculty researchers and eight doctoral
students discovered a common interest in exploring the ways K-12 leaders perceive the impact
these seven constructs (i.e., agapao love, humility, altruism, vision, trust, empowerment, and
service) have for establishing a culture of high performance. This resulted in a thematic study
conducted by a research team of eight doctoral students.
The eight peer researchers and two faculty advisors ultimately chose a phenomenological
design as the most appropriate for this study of Patterson’s (2003) servant leadership constructs,
their perceived impact on principals of Native American schools, and how the principals
established a culture of high performance within their school sites. This structure was resolved
to be generally suitable as the nonexperimental, descriptive approach was best to accumulate the
lived encounters of the leaders. Each researcher interviewed eight K-12 leaders to describe how
they perceived the impact of the seven constructs of servant leadership by Patterson (2003) on
helping to establish a culture of high performance at their organization. To ensure thematic
consistency, the team cocreated the purpose statement, research questions, definitions, interview
questions, and study procedures. It was agreed upon by the team for increased validity data
collection would involve method triangulation using interviews, observations, and artifacts.
Throughout the study, the term thematic team members is used to refer to the other
researchers who conducted this thematic study. These were: Freddie Chavarria, Title I Middle
School Principals; Lillian French, Latina Superintendents of Title I School Districts; Angela
Lawyer, High School Principals; Darrick Rice, High School Principals;
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Antonio Sandifer, Principals of Native American Schools; Robin Stout, Public School District
Superintendents; Rebecca Toto, Human Resource Administrators of K-12 School Districts; and
Alison Wills, Middle School Principals in Orange County, California.

xiv

CHAPTER 1: INTRODUCTION
Schools in the United States were first established in the early 1640s. Vollmer
(2010) described the original schools in the United States as being formed for White
Christian boys, which taught basic reading, arithmetic, and writing. The practice of
sending only a few children to school, especially boys, was very common in many early
U.S. families (Graham, 2005). Moreover, the developers of the early schools believed
the families and churches should take on the major responsibility of educating and raising
children (Vollmer, 2010). Education in the early 1600s held much different foundational
value and constructs. As the 1700s approached, the methodology of educating young
people in the United States began to evolve with the addition of history, science, civics,
and some geography, but overall, the curriculum was limited and remained unchanged for
the next 150 years (Vollmer, 2010).
Steffes (2012) noted several conversations and new ideas were introduced in the
1890s that would transform and reshape the educational platform. As the educational
system was evolving, more families were sending their boys and girls to school and by
the 1920s there was a shift against school rigidity. The shift was away from schools
focusing on the needs of just society to the schools focusing on the needs of the students
(Graham, 2005). With the rapid changes in U.S. society, the education programs
progressed, and new subjects and curriculum were developed to ensure all students would
be able to operate in the 20th century.
With the advancement of technology in the 21st century, and the changes in the
culture and society of the United States, in 2001 the government reauthorization of the
Elementary and Secondary Education Act (ESEA) as No Child Left Behind (NCLB)
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(Ruff, 2019). According to the U.S. census, there are over 76.4 million students enrolled
in schools across the United States. Furthermore, the students in the classrooms are more
diverse in gender, race, and ethnic and cultural backgrounds (Velez, 2018). In the 1600s,
schools were created for White boys; however, today White students in schools have
decreased from 29,035,000 in 1999 to 24,644,000 in 2015 (Bustamante, 2019). In
addition, other racial demographics such as African American and non-Hispanic students
are continuing to decline at an alarming rate. Though, the Hispanic population of
students is increasing since more immigrant families are sending their children to public
schools (Bustamante, 2019).
Another population of students that have declined in attending school are Native
American. According to the National Indian Education Study 2015, Native American
students consist of only about 1% of the total student population in elementary and
secondary public schools. While the student population for various ethnic groups are
declining, the schools are continuing to implement strategies and technology to
encourage students to attend school regularly and achieve academic excellence (Gottfried
& Kirksey, 2017). Along with the strategies and techniques to keep students in school,
there are some school building principals leading the charge for academic success
(Ekinci, 2015).
Moreover, the individuals who serve public schools in principal positions lead
with a variety of leadership styles. With the rapid decline of all ethnic groups of students
in public schools, a popular leadership style for school principals is servant leadership.
Boyer (2012) cited the work of Crippen that claimed principals, who operate with the
servant leadership style, put the needs of the students and staff above the needs of the
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organization. Additionally, principals have the ability to shape the culture of the school,
which can positively or negatively affect students’ academic progress (Roby, 2011).
Background
With the number of Native American students neither attending nor graduating
from high school, there is a need for change. Historically, Native American students
have been placed in environments that may not be conducive to effective learning
(Oskineegish, 2015). Therefore, Native Americans students have not been served in the
best educational environment.
Colonial Missionaries and Their Schools
Some of the first Europeans who arrived in the United States were missionaries.
Upon their arrival, the Native Americans (Indians) were already living in the territory and
had their own way of living and educating their young people. However, the colonial
missionaries wanted to Christianize, educate, and assimilate Native Americans into
civilized culture (Reyhner & Eder, 2004). Additionally, the missionaries did not agree
with the method the Native Americans used to discipline their children. Reyhner and
Eder (2004) explained the missionaries were critical of the lack of discipline of the
Native American children when in European culture corporal punishment was normal
practice; in the Native American culture, corporal punishment was unacceptable.
The missionaries organized schools to transform the Native American students
into productive citizens who could contribute to the community. Moreover, the
missionary school later transitioned into on-reservation boarding schools (Reyhner &
Eder, 2004). As the United States was evolving into the early 20th century, the approach
to educating the Native American children began to alter. After the Civil War, the U.S.
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government collected as many Native American children as possible and removed them
forcibly from their homes to civilize them in off-reservation boarding schools (Fields,
2016). Several students have been conducted concerning the living conditions of the offreservation boarding schools. In March 1927, Lewis Meriam visited Charles H. Burke
Indian School while he was conducting a study on the quality of life for the Native
American people. Meriam produced a final report known as the Meriam Report that
propelled radical reforms in the education of Native American students (Johnson, 2018).
Almost 5 decades later, the Kennedy report was published, and it showed how
Native Americans were being educated. At that time, one-third of all Native American
children were still being educated in schools managed by the Bureau of Indian Education
(BIE). Fields (2016) went on to claim today about 40,000 Native Americans are
attending schools run by the BIE; however, 92% of Native American students are
attending public schools. In Washington State, there are 1,149,011 students in public
schools and 14,941 are considered to be Native American (Office of Superintendent of
Public Instruction [OSPI], 2020). Therefore, the Native American student population
consists of only 1% of the total student population. Native American students are scoring
in the lowest percentile in English language arts and math compared to students of other
ethnic groups (OSPI, 2020).
Theoretical Foundation
The word leadership is a term that has been expressed in various aspects.
Northouse (2014) made a clear statement leadership involves people; for a person to
function in leadership there must be followers. Northouse continued with an example of
an athlete, scientist, musician, and other individuals who may lead in their various fields
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of expertise, but they are not leaders who have followers and function with leadership.
Leadership also means different things according to the state of affairs and what part of
the world the event or situation is occurring (Mindtools, 2020).
Former President Dwight D. Eisenhower declared, “Leadership is the art of
getting someone else to do something you want done because he wants to do it” (Mareus,
Firestone, Patterson, & Winston, 2019, p. 55). For several decades, top-down leadership
has been a leadership style many bosses and organizational leaders have adopted.
Mareus et al. (2019) cited Rogers, Samuel, and Rowling (2017) and suggested a topdown leadership style may not be the most effective method for leading schools or other
large organizations.
Transformational Leadership
A popular leadership style commonly used in an organization is transformational
leadership. Koh, Steers, and Terborg (1995) defined three types of transformational
leaders. First, transformational leaders bring attention to the values and importance of
subordinates. Second, transformational leaders encourage others to rise above their
interests and put more energy into the larger group or organization. Lastly,
transformational leaders are involved in altering or influencing followers’ needs.
Additionally, Andressen, Konradt, and Neck (2012) posited transformational
leadership is a traditional leadership style and is critical when fostering employee selfleadership by motivating the employees to think outside of the box, create their ideas, and
encourage change in the organization. Also, Hamza and Abdelmone (2018) believed an
important characteristic of a transformational leader is when the leader can lead the
organization during modernization and inspire the behavior of followers to address the
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issue the organization is currently facing. When there is a need for a major change in an
organization, Hamza and Abdelmone (2018) believed the transformational leadership
style is a vital management method for creating and developing change processes in
organizations.
Servant Leadership
The title servant leadership was first introduced in 1970 by Greenleaf (Frick,
2004; Patterson, 2003). Frick (2004) quoted what Greenleaf believed to be a vital
component to a servant leader. Greenleaf said a leader is one who “goes out ahead and
shows the way . . . He says, ‘I will go, follow me!’ when he knows that the path is
uncertain, even dangerous” (as cited in Frick, 2004, p. 337). Furthermore, a servant
leader has the mentality and understanding they are servants first, which is much different
from a leader who is leader first (Frick, 2004). Another person who was very influential
in the servant leadership movement was Autry. According to Autry (20016), servant
leadership can be a set of leadership practices, a philosophy, or leadership qualities. Some
of the qualities of a servant leaders are to build teams, heal, listen, persuade, and
empower followers by sharing the governmental responsibilities of the organization.
In 2003, Patterson conducted a study looking at servant leadership and developed
seven servant leadership constructs. Patterson (2003) determined the servant leadership
theory can be a logical extension to the transformational leadership theory. However, in
transformational theory the leader, in some cases, lacks certain characteristics. Thus, a
servant leader must adopt a new understanding of how leaders lead by using their heart as
a focus of their leadership and serving their followers.
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Theoretical Framework
Patterson (2003) defined servant leadership as a virtuous theory. Patterson (2003)
stated, “A virtue is qualitative characteristic that is part of one’s character, something
within a person that is internal or almost spiritual” (p. 2). Additionally, virtues can be
considered the characteristics and mindsets one possesses as a means to interact with
others (Patterson, 2003). Patterson’s seven servant leadership constructs consist of (a)
agapao love, (b) humility, (c) altruism, (d) vison, (e) trust, (f) empowerment, and (g)
service (Dierendock & Patterson, 2014).
Agapao love is demonstrated when a leader believes every person in the
organization is important, and they have wants, needs, and desires (Patterson, 2003).
Gunn (2002) argued servant leaders have the ability to lead with love and they do what is
right based on how they interact with others. Furthermore, servant leaders put the needs
of others in the forefront and the leader assists the followers into become leaders
themselves (Gunn, 2002).
Humility is when the leader can give the followers the necessary support and
freedom where the leader does not have to take the credit for the success of the
organization (Sousa & Dierendock, 2015). Also, Collins (2001) claimed an individual
who leads with humility never boast or brags but gives all of the praise and attention to
others in the organization. Furthermore, Sandage, Wiens, and Dahl (2001) posited
leaders who demonstrate humility abandon their own objects to ensure the goals and
objectives of others are achieved.
Altruism is demonstrating unselfish concern for the welfare of another, even with
a risk or sacrifice against one’s personal self-interest. It involves deriving personal
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pleasure from helping and seeking what is best for others, often with an attitude of
humility, modesty, and selflessness (DeYoung, 2000). Kaplan (2000) described leaders
who display altruism characteristics are selfless helpers who seek to help others without
expecting anything in return.
Vision is when a servant leader has the ability to look into the future and see
others in the organization as critical and necessary. The leader believes in that person’s
future and does whatever is necessary to assist each person in achieving their individual
goals (Patterson, 2003). Additionally, servant leaders with vision inspire their followers
to use their talents to effective future leaders (Patterson, 2003).
Trust is the level of confidence one individual has in another’s competence and
his or her willingness to act in a fair, ethical, and predictable manner. Trust is essential to
organizational culture, the leader, and followers value integrity and care for others
(Joseph & Winston, 2005). Patterson (2003) argued trust is vital in building and
sustaining effective relationship for any leader. Also, servant leaders build trust when
they do what they said they are going to do.
Empowerment is allowing others to have power in the organization. The leader
gives power to the followers and gives them the freedom to serve. With empowerment,
the leader takes a risk and promotes self-accountability for the organization (Patterson,
2003). According to Russell and Stone (2002) empowerment is necessary for a servant
leader to develop leaders in the organization from their followers.
Service is when the leader gives of themselves to others. The leader places their
focus on the interest of others in the organization. It can be demonstrated with giving of
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time, energy, gifts, compassion, caring, or belonging (Stone, Russell, & Patterson, 2004).
Greenleaf (1977) believed service is the heart of servant leadership.
Culture of High Student Performance
The culture of a school building can be affected and changed by the students,
teachers, parents, and administration. According to Roby (2011), all individuals in a
school building can influence the culture of the school. When teacher leaders and
administrators effectively present positive attitudes, they can cultivate a climate if
continuous love for learning. As posited by Norman (2019), school culture can be a set
of views the school administration has established for the governing and establishing of
the school’s members. Also, culture can be a set of beliefs, attitudes, and assumptions
shared in the organization.
Introduction of State Assessments
In the early 20th century, when religious institutions were still operating many of
the schools in the United States, the government began to look for accountability for the
funds the government was allocating for public education (William, 2008). Moreover,
accountability has various meanings; it could be answerable, blameworthy, or liable.
Additionally, the test has been designed to determine a variety of measurements and the
results are used in a variety of ways (William, 2008). As the years progressed, education
continued to be a hot topic for citizens and politicians. In 1983, a report entitled A Nation
at Risk was produced by the Reagan administration which highlighted the failures of the
public educational system (Maranto, 2015).
Following the A Nation at Risk report, each newly elected president enacted an
initiative to improve the educational system. President George H. W. Bush tried to enact
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a systemic reform; however, the program did not pass congressional votes. Maranto
(2015) stated:
President Clinton introduced GOALS 2000, President G.W. Bush signed NCLB
into law in 2002, and President Obama implemented Race to the Top (RTT).
While each program had its signature design, one constant throughout all of them
was the reliance upon standardized testing in math and reading to gauge success.
(p. 3)
With all the different approaches to address the issue of students not achieving academic
standards, there is still a gap.
The achievement gap is the unequable ability for one group of students to reach a
standard for educational achievement over another group of students. Colgren and
Sappington (2015) saw the achievement gap is plain and clear when the results of
academic achievement are disproportioned from one racial or ethnic and socioeconomic
background from another group. Numerous studies have been conducted to evaluate the
ever-increasing achievement gap between African American students and White students.
However, the achievement gap is continuing to expand among other ethnic groups
compared to White students. Additionally, more attention has been given to income
inequality based on research indicating income-based achievement gaps are not
increasing and have surpassed race-based achievement gaps (Baker, Bloom, & Davis,
2016).
Furthermore, to make significant progress in closing the achievement gap, more
than transactional efforts will have to be implemented. Colgren (2015) went on to
suggest all educators must appreciate and value the contributions students of all economic
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and ethnic backgrounds can contribute to the classroom and use that experience to
enhance the learning environment. All students should be provided with the same quality
of instruction and a rigorous curriculum.
School Principals
While addressing the achievement gap is vitally important, understanding who the
individuals are and what their responsibilities are to address how the school operates is
necessary. Currently, there are over 90,000 principals in public schools in the United
States (Roby, 2011). The role of the school principal is very influential. The principal
can affect the culture, climate, and professional development of the staff and students.
Along with the many duties of a school principal, the primary responsibility is to
maintain and cultivate a positive and healthy teaching and learning community for
everyone in the school (Bredeson & Johansson, 2000).
According to Martin (2018), during the 1980s, school principals were considered
to be innovators who were continuously looking for methods to increase student
achievement through positive teacher instructional practices. Moreover, with the
demanding pressures of standardized testing and accountability from the states, the
principal role is evolving. Kaufman (2019) conducted a study in a metropolitan area of
how principals handle stress in the high stress and demanding job. During the interviews,
most of the principals stated they had participated in some type of physical activity over
the past month to manage and cope with the stress of the job.
Problem Statement
The federal Bureau of Indian Education (BIE) is responsible for 183 BIE schools,
which are located on 64 Native American Indian Reservations. Additionally, the BIE is
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accountable for monitoring the educational system, which includes curriculum, academic
achievement, staff/faculty, facilities, and materials (Fishbaugh, Dugi, & Schmitz, 2016).
In addition to the monitoring of the schools, the BIE is required to produce an annual
report outlining the areas the BIE has been monitoring. According to a recent BIE annual
report, the BIE schools have a shortage of curricula and the necessary materials for the
teachers to perform their duties adequately. Also, there is a lack of professional
development opportunities, which results in the students preforming below the
achievement level in reading, writing, and math (Bureau of Indian Affairs [BIA], 2019).
Furthermore, data has shown Native American students score lower on math and
science than any other racial group of students on national standardize assessments
(Hoffman & Kurtz-Costes, 2019). McComas et al. (2017) posited the issue of Native
American students failing, and the achievement gap, is continuing to grow at an alarming
rate. Though, it has gotten little attention compared to other racial groups of students such
as African American and Hispanic students. The National Center for Education Statistics
(2007) showed over a third of Native American students are not meeting basic
educational standards at the individual grade levels. While Native American students are
not achieving academic standards, culturally responsive teaching is often considered a
cultural learning styles (McComas et al., 2017). Furthermore, Native American students
have the highest dropout rate and the lowest graduation rates among all racial groups of
students in public schools in the United States. Nevertheless, Native American students
are only 1% of the total student population resulting in this group of students being
overlooked in the conversation about the nation’s achievement gap (Fields, 2016).
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In the states of Washington and Oregon, there are nine BIE schools. At the
beginning of each school year, the schools are required to submit an enrollment count.
During the October 2019 enrollment count, there were a total of 14,941 Native American
students in Washington’s public schools. Additionally, Native American students have
the second highest rates for disciplinary actions such as suspensions and expulsions.
Furthermore, Native American students have the highest percentage rates of students that
have fewer than two absences per month (OSPI, 2020). Multiple studies have been
conducted and have shown students who have excessive absenteeism and are not
preforming at the basic grade level by the third grade are more likely to drop out of high
school (Gottfried & Kirksey, 2017). In addition to the high percentage of Native
American students not attending school, the data has shown the Native American
students are performing in the lowest categories on the state assessment in the areas of
English language arts and math, and second lowest in science (OSPI, 2020).
As the data has demonstrated, Native American students are not achieving
academic progress. Qian and Walker (2019) believed school principals must deal with
political bureaucratic and high demands from several different directions to ensure their
individual school performs well on the state assessments. Furthermore, the school
principals often use a top-down leadership approach to manage the bureaucratic system
and oversee the day-to-day operations in the school building (Qian & Walker, 2019).
Servant leaders are people who put the service of others before their own personal
needs. Furthermore, the leader must demonstrate a natural calling to serve others
(Spears, 2002). Sousa and Dierendonck (2015) posited servant leadership style leaders
have a critical role in the engagement advancements in the organization. Moreover, in a

13

study conducted by Herndon (2009), there was a statistically significant relationship
between school principals and the climate and culture of high student achievement. Also,
Kelley, Thornton, and Daugherty (2005) conducted a quantitative study that evaluated 31
elementary school principals and it was determined servant leadership had a significant
outcome on school climate and culture of high student achievement. Additionally, Boyer
(2012) surveyed principals, teachers, and students then determined a significant
relationship existed between the principal servant leader and school culture and climate.
Research has shown a link between servant leadership and student achievement in
K-12 public schools; however, the link between school principals as servant leaders and
their impact on establishing a culture of high student achievement for Native American
students has not been proven. Van Winkle, Allen, DeVore, and Winston (2014) found a
servant leader has the ability to see the potential and power in their followers and help
them to develop.
Purpose Statement
The purpose of this phenomenological study was to explore and describe
principals’ of elementary, middle, and high school of Native American students in
Washington State perceived impact of servant leadership constructs developed by
Patterson (2003) on establishing a culture of high performance.
Central Research Question
What is the impact of Patterson’s (2003) seven servant leadership constructs on
establishing a culture of high performance as perceived by principals of elementary,
middle, and high schools with a student population of 40% or higher of Native American
students in Washington State of high-performance schools?
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Sub Questions
1. What is the impact of the agapao love leadership construct on establishing a
culture of high performance?
2. What is the impact of the humility leadership construct on establishing a culture
of high performance?
3. What is the impact of the altruism leadership construct on establishing a culture of
high performance?
4. What is the impact of the vision leadership construct on establishing a culture of
high performance?
5. What is the impact of the trust leadership construct on establishing a culture of
high performance?
6. What is the impact of the empowerment leadership construct on establishing a
culture of high performance?
7. What is the impact of the service leadership construct on establishing a culture of
high performance?
Significance of the Study
As the data has demonstrated, Native American students are continuing to
increase the achievement gap (McComas et al., 2017). Additionally, Native American
students in Washington State have historically scored lower on the state standardized
assessment compared to students of other racial demographics (OSPI, 2020). With the
development of the NCLB, all students were supposed to be able to achieve academic
success. However, even with the enactment of NCLB and several state laws to
implement strategies and techniques to decrease the achievement gap in schools, Native
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American students have not made any gains (McCardle & Berninger, 2014).
Furthermore, there is a need for a school culture that will promote high student
achievement for Native American students. Therefore, research has showed there is a
significant impact on academic achievement and school culture and climate when the
principal of the school led with a servant leadership style.
The research question for this qualitative research study is what is the impact of
Patterson’s (2003) seven servant leadership constructs on establishing a culture of high
student performance as perceived by principals of Native American schools in the Pacific
Northwest (PNW)? Still, there is a gap in the research related to how effective the impact
of servant leadership is on establishing a culture of high student achievement. When a
school principal implements the seven servant leadership constructs that were developed
by Patterson, the researcher explored how effective those constructs in servant leadership
are on the culture of high student performance for Native American students to address
this gap.
According to the BIA (2020), there are 183 K-12 schools across the United States
established for educating Native American students. Additionally, there are thousands of
other schools with a student body of Native American students that will benefit when the
principals in those schools use the seven constructs. In addition, when the seven
constructs of servant leadership are used in the school, not only will Native American
students succeed academically, but a culture and climate of high student performance will
be established in that school building; resulting in a community of high achieving
students and a leader who serves first.
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This research was to explore and describe principals’ of Native American schools
perceived impact of servant leadership constructs established by Patterson (2003) on
establishing a culture of high student performance. Moreover, there was a critical need
for this study because when students do not achieve academically, often there is a
struggle for the student to come to school regularly, resulting in chronic absenteeism
(Lee, 2010). Likewise, research has shown students who experience chronic absenteeism
are more likely to drop out of high school and many high school dropouts end up in
prison (Cater, 2018). Furthermore, the school principal’s perceived leadership style is
valuable to this study, because as the leader they have the ability to shape and transform
the school community. Ultimately, causing Native American students’ past historical
trauma and cultural deprivation to take a back seat and a new future is formed.
Definitions
The following definitions are terms significant to the study. All members of the
thematic team collaboratively developed the definitions.
Theoretical Definitions
The theoretical definitions are from Patterson’s (2003) seven servant leadership
constructs.
Agapao Love. Agapao love is to do the right thing for the right reasons. Agapao
love leaders care more for their followers than the interest of the organization resulting in
greater understanding, gratitude, kindness, forgiveness, and compassion (Gunn, 2002;
Patterson, 2003).
Altruism. Altruism is demonstrating unselfish concern for the welfare of
another, even with a risk or sacrifice against one’s personal self-interest. It involves
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deriving personal pleasure from helping and seeking what’s best for others, often with an
attitude of humility, modesty, and selflessness (DeYoung, 2000; Monroe, 1994;
Patterson, 2003).
Empowerment. Empowerment is entrusting power to others. Virtually giving
away power to followers and allowing them to know and feel significant and important in
their role and contribution. It requires effective listening, valuing love and equity, and an
emphasis on teamwork. Empowerment encourages risk taking and self-accountability to
accomplish tasks and work toward goals (Melrose, 1995; Patterson, 2003; Russell &
Stone, 2002).
Humility. Humility is the importance of being humble and having modesty, not
being mistaken for meekness or the absence of strength. It is a virtue characterized by
one’s own talents and abilities and an outward rejection of self-interest while placing true
value on the recognition and success of others (Kim, Li, & Ng, 2005).
Service. Service is the moral equivalent of giving of oneself to serve others. It
implies leaders are focused on placing interest on others rather than on one’s own
interest. It can be demonstrated through the gift of time, energy, compassion, care, or
belongings. Service places others first (Patterson, 2003; Russell & Stone, 2002).
Trust. Trust is the level of confidence one individual has in another’s
competence and his or her willingness to act in a fair, ethical, and predictable manner.
Trust is essential to organizational culture; integrity and care for others are valued by the
leader and followers (Joseph & Winston, 2005; Patterson, 2003).
Vision. A bridge from the present to the future created by a collaborative
mindset, adding meaning to the organization, sustaining higher levels of motivation and
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withstanding challenge (Kouzes & Posner, 2006; Landsberg, 2003; Méndez-Morse, 1992;
Nanus, 1992).
Operational Definitions
The operational definitions relevant to the study are as defined:
Elementary School. For the purpose of this study elementary school is defined
as a school that provides comprehensive academic instruction to students in grades
Kindergarten through sixth grade.
High Performance. For the purpose of this study high achievement is defined by
the Washington State School Recognition Board for schools who have demonstrated
being exemplary in either closing gaps, growth, or achievement.
Middle School. For the purpose of this study middle school is defined as a
school that provides comprehensive academic instruction to students in sixth through
eighth grades.
Native American Schools. For the purpose of this study Native American
schools are defined as schools in Washington State with a student population of 40% or
higher of Native American students.
Principal. For the purpose of this study the principal is defined as the
organizational and instructional leader of a public-school organization.
Delimitations
The target population for this study included principals of schools with a
population of 40% or higher Native American students, who represented five of the seven
following criteria:
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 Principal was employed as a principal in a public school within the State of
Washington with a minimum of 30 staff members.
 Evidence of leading school with culture of high student performance.
 Principal participant has a minimum of 2 or 3 years of experience at their current site.
 A minimum of 5 years experience in the K-12 profession.
 Membership in professional associations in their field, such as Washington Schools
Principal Associations (WSPA).
 Articles, paper, or materials written, published, or presented at conferences or
association meetings.
 Principal was willing to be a participant and agreed to the informed consent form.
Organization of the Study
This dissertation includes five chapters, references, and appendices. Chapter I
offers a summary, which included the background, purpose statement, central question,
sub questions, significance, delimitations, and definitions. In Chapter II, there are the
theoretical framework and the review of literature that aligns to the central questions.
Chapter III outlines the research design, and displays the methods used to collect and
analyze data. Chapter IV presents the results from the study. Chapter V presents
conclusions of the study with implications for actions, recommendations for future
research, and remarks.
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CHAPTER II – LITERATURE REVIEW
Since the beginning of time, immemorial Native American people have lived in
what is known as the United States. However, with the Indian Removal Act of 1830,
several Native American tribes that resided on the eastern side of the Mississippi Rivers
were forced to relocate to other parts of the county designated for Native American
people (Gram, 2016). Numerous battles were fought between Native American tribes
and the European settlers, which resulted in thousands of Native American people losing
their lives. Due to the forced movements, several Native American tribes fought to
maintain their heritage and the way of living. Krueger (2018) explained the traditional
practices of hunting, fishing, gathering, and family engagement changed drastically, and
families had to modify the raising and educating of the children.
Educating the children has always been a priority in Native American families.
However, the education process was a community event that encouraged and promoted
family and community values (Farmer, 2018). Furthermore, in the 19th century, the term
“Vanishing American” became very popular in describing the forced attendance of
Native American children in various educational systems that were established to kill the
Indian to save the child (Reyhner & Eder, 2004). Additionally, Krueger (2019) declared
Native Americans are seen in today’s society as tropes of tipis and warriors from the past,
with casinos today. Moreover, in the back of most Americans’ minds, Native Americans
are still considered savages and outlaws who will kill to defend their land and nature.
In the PNW, Native American students have experienced racial and cultural
prejudice for several decades. Due to racial injustice, Native American students have
struggled academically and do not meet the state standards for basic education.
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However, there are some principals of Native American Schools who have implemented
strategies from Patterson’s (2003) seven servant leadership constructs to establish a
culture of high performance.
A review of literature was conducted to provide historical background for Native
American education, the theoretical foundation, and the theoretical framework of
Patterson’s (2003) seven constructs for servant leadership (i.e., agapao love, humility,
altruism, trust, vision, empowerment, service) for the culture of high performance. A
synthesis matrix was provided (see Appendix A) to guide the research of this review of
literature. The review was organized into five parts. Part I includes the history of Native
American education in the United States. Part II outlines five theoretical foundations for
leadership (i.e., transactional leadership, management leadership theory, behavioral
leadership, contingency leadership theory, and servant leadership). Part III includes the
theoretical framework for this study, Patterson’s servant leadership seven constructs (i.e.,
agapao love, humility, altruism, trust, vision, empowerment, and service). Part IV
reflects on the culture of high performance. Part V includes history of school principals
and the roles and responsibilities of building principals.
Native American Educational History
Native American people do not exist as a homogenous group of people, and there
are over 560 federal recognized Native American tribes and bands in the lower 48 states
(BIA, 2019). Moreover, each tribe or band of Native American people have their own
history, and several tribes continue to practice the traditional teachings and values.
Furthermore, the educational process of the Native American children looks different
depending on the tribe’s cultural values and traditional practices (Price, Kallam, & Love,
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2009). According to Meyer and Bogdan (2001), when the Europeans/White man came to
a new country, which is the United States today, they found the Native Americans living
a lifestyle that was considered barbaric and uncivilized.
Colonial Missionaries and Their Schools
Therefore, the federal government saw the need to educate the Native American
children so they would become civilized people according to the White man’s standards.
Consequently, Native American boarding schools or Indian residential schools were
established in the early 19th century with the intent to assimilate Native American
children into Euro-American culture, along with providing basic education in EuroAmerican subjects. Furthermore, Native American children were removed from their
homes, forced to abandon their native languages, and the children were not allowed to
retain any of the cultural practices or rituals (Trafzer, Keller, & Sisquoc, 2006). Some of
the first boarding schools were opened on reservations in rural areas and were operated
by Christian missionaries from many different dominations to ensure Native American
children’s souls would be saved and educated (Bear, 2008). According to Galler (2008),
the early missionaries were considered to fall under two categories. First, the
missionaries were seen as righteous Christians who risked their lives to ensure the lost
souls of the Native Americans would be saved. However, from the perspective of the
Native Americans and others, the missionaries were portrayed as villains and the Native
Americans as their helpless victims.
Moreover, the missionary boarding schools were led by individuals who taught
life lessons from the Bible, but in some cases, the experiences of the Native American
children did not align to the teaching of the Bible (Norton & Booss, 2019). In some
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situations, parents would voluntarily send their children to the missionary/residential
schools, and in other cases, the children would run away from home to attend the school;
however, the process of the residential schools was very traumatic for most students
(Reyhner & Eder, 2004). Adams (1995) stated although Native American children
suffered isolation, diseases, harsh punishment, loneliness, and physical and sexual abuse
several of the students were able to find some sense of enjoyment during their boarding
school days. Even during the most challenging times, history has shown children can
endure and find some kind of joy during the storm. For example, Trafzer et al. (2006)
retailed a story from Sarah Long Horn, who was born in 1902 and was a student in the
Rainy Mountain Boarding School. Sarah had a cousin who attended the school and one
day she visited her cousin at the school. She recalled:
We mostly were raised together, and I always want to be with her . . . I went down
there to see that girl. They say she’s going to school, so I went to visit her, and
she begged for me to stay. So, I thought to myself, I’ll stay for a few days and
then I’ll go back. Then when the time came, well, I was already in school. So, I
just stayed there and never did go back home . . . that’s how I got to school. I
went to school myself. By going visiting, she asked me to stay, so I just stayed
with her. (Trafzer et al., 2006, p.70)
All the children were not forced to attend boarding schools, as was in Sarah’s case.
Additionally, some of the students saw the school as a home away from home since their
other family members were at school with them.
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Government Boarding Schools
While the missionary school was continuing to educate the Native American
students on how to become a good Christian, the U.S. government began to take another
approach at the educational methods used for the Native American children. Adams
(1995) summarized in the early 1900s, the federal government saw the need to intervene
in the education of the Native American children, took control of the various religious
groups, and developed off-reservation boarding schools. During this time, the BIA
established a three-tiered system of schools. Furthermore, the responsibility of the
government boarding schools was to take the smartest students and place them in the
boarding schools for 5 years where the students would learn in English only in industrial
shops, with the overarching demand for becoming Americans and no longer be Indians
(Adams, 1995).
Under the supervision of the BIA, there were over two dozen government run
board schools on the western side of the Mississippi River. Also, during the late 19th and
early 20th centuries, the federal government began to transform how the education of the
Native Americans would benefit the county with the increase of immigration,
industrialization, urbanization, and World War I (Gram, 2016). Furthermore, Lynch
(2016) expressed the U.S. government attempted to address the misguided attempts of the
missionary schools and the government boarding schools for the education of the Native
American children under the Indian Removal Act. One of the reforms the government
implemented was to publish a report entitled Committee of One Hundred; the purpose of
this report was to examine and identify the current situation in Indian affairs.
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The findings from the Committee of One Hundred was known as the Meriam
Report and Lynch (2016) summarized the poverty and poor health of Native American
students in the missionary schools was unacceptable and could not truly educate Native
American students. Also, Lynch reported the quality of the curriculum, facilities, and the
experiences of the teachers needed some improvements. After the Meriam Report’s
findings were presented, the U.S. government tried to enact policy to enhance the quality
of life for the Native Americans and the educational process of the children. Rosier
(1999) explained the Indian Reorganization Act of 1934 gave the Native Americans the
right to sovereignty of tribal self-government. Additionally, the Johnson O’Malley Act,
ensured the states would be responsible for the education of Native American children.
New Direction in Indian Education
In 1824, the U.S. government enacted the BIA, which had the responsibility to
oversee land the government held in trust for the Native American tribes and the
education of Native American children (BIA, 2020). The BIA continued to grow and
gain more authority, three major legislative actions restructured the organization as it
related to the education of Native American students. First, the teaching of Native
American history and culture in BIA schools were introduced in the Reorganization Act
of 1934 (BIA, 2020). Before the Reorganization Act, the government operated the
boarding schools with the objective to eradicate the Indian and assimilate the child into
European culture.
The Johnson O’Malley Act gave the U.S. Secretary of Interior the authority to
subsidize education for Native American students, especially for those not living on
reservation lands (Hilberg & Tharp, 2002). Additionally, in 1975 the Indian Self-
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Determination and Education Assistance Act gave federally recognized tribes the ability
to partner with the BIA to manage bureau-funded schools on reservation land and to
determine the education program for the students. Lastly, the Education Amendments
Act of 1978 gave federal funds directly to Native American schools operated by the
tribes. Under the amendment, the school was empowered to create a school board to
govern the policies and procedures of the Native American school, and the school was
allowed to hire teachers and other staff members (BIA, 2020). With the new
governmental regulations, Native American schools located on federally recognized
reservations were able to educate the students in traditional practices and cultural
awareness. The NCLB Act of 2001, increased schools’ accountability to improve
student’s academic progress. Native American schools were able to apply for additional
funds to ensure all students received additional support and to hire more teachers (BIA,
2020).
Washington State Native American Assessment Data
Long before the newly formed country of the United States ventured westward,
Native American people resided in the territory, which is now known as Washington
State. Currently, there are 29 federally recognized Native American tribes in
Washington. The Washington State Legislature passed Engrossed Second Substitute
House Bill (E2 SHB) in 2013. E2 SHB gave the Superintendent of Public Instruction the
authority to enter into state-tribal education compacts. Furthermore, the act exempts
state-tribal compact schools from all existing state statutes, policies, and procedures
traditional school districts and school boards of directors have to follow. The state-tribal

27

compact schools can make their own regulations for hiring teachers, staff, and developing
curriculum (Thompson, Wood, Neuenswander, Heim, & Watson, 2019).
With the state-tribal compact schools, the Native American students in
Washington State continued to struggle. Native American children score lower on
standardized assessments compared to White and Asian students, as reported by the
National Center for Educational Statistics (NCES; 2015). According to the OSPI, in
Washington State, Native American students make up 6.2% of the total student
population in public schools. Due to federal reporting regulations, several Native
American students may consider themselves as multiracial; however, for national testing
data, the first race the student identifies is the race that is reported as the primary race of
the student (OSPI, 2019).
Theoretical Foundation
The theoretical foundation is the portion of this literature review that provides
significant support for a particular theory or research for which the research study is
framed (McMillan & Schumacher, 2010). Moreover, the theoretical foundation for this
literature review is focused on leadership, specifically transactional leadership,
management leadership, behavioral leadership, contingency leadership theory, and
servant leadership.
Leadership
The term leadership has been expressed in many different methods and on several
platforms. Kruse (2013) described leadership as “a process of social influence, which
maximizes the efforts of others, toward the achievement of a goal” (p. 2). Green (2013)
claimed leadership should be a social process that involves building purposeful
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relationships, individuals working collaboratively, cultivating an environment of mutual
respect, and everyone working together for a shared goal. Additionally, Owings and
Kaplan (2012) expressed characteristics of great leadership should include courage,
optimism, integrity, support, humility, and empathy. For an organization to achieve goals
and objectives, leadership is essential and necessary (Hamza & Abdelmonem, 2018).
Two popular leadership styles that are often studied when considering organization
leadership are transactional leadership and servant leadership.
Maxwell (2002), a megachurch pastor, author, and renowned conference speaker
on leadership stated, “Leadership ability is the lid that determines a person’s level of
effectiveness. The lower an individual’s ability to lead, the lower the lid on his potential.
The higher the leadership, the greater the effectiveness” (p. 1). Maxwell (1993) also
defined leadership as influence—nothing more or nothing less. Leadership appears in
many forms; a popular leadership style in use is transactional leadership.
Transactional Leadership
Maxwell (1993) quoted James C. Georges from the ParTraining Corporation’s
definition of leadership as, “What is leadership? Remove for a moment the moral issue
behind it, and there is only one definition: Leadership is the ability to obtain followers”
(p. 1). Dartey-Baah (2015) posited leadership is a concept very difficult to define
because it has such a dynamic nature. However, Brymer (2006) referred to transactional
leadership as the traditional structure of leadership. There is a leader-follower
relationship; the leader gives the follower instructions, and the follower follows those
instructions. Additionally, there is often some type of reward, promise, or praise the
follower receives when the assigned task has been completed (Odetunde, 2013).
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Management Leadership Theory
According to Amanchukwu, Stanley, and Ololube (2015), management leadership
theories look at the role of the supervisor, the groups’ performance, and the organization
as a whole will review the relationship between the leader and the followers. Riccucci
(2005) went on to say managers play a crucial role in influencing the success of the
organizations. Furthermore, Lamb (2013) claimed in management leadership theory, a
leader’s job is to establish structure with the employees and to ensure they are aware of
the consequences and rewards for achieving the goals and objectives of the organization.
Managers can shape the attitudes and actions of their followers. Oberfield (2014) went
on to say managers make decisions about staff work schedules, promotions,
communication, and promote organizational rules.
From the perspective of Behn (2006), managers assist with building the operating
systems of the organizations that allow the followers to follow their directions and thrive
in the company. March and Olsen (1984) expressed managers matter because they work
directly with the people who are on the frontline, and managers set the tone for how the
employees behave. Also, managers should model the type of behavior they want to see
in the other employees in the company. In the arena of education, DeMatthews (2014)
believed building school principals have to use a hands-on management approach
because several people will be working on various projects with lots of deadlines and
expectations.
Behavioral Leadership
According to Parangan (2020), the behavior and interaction of the leader with the
followers determines the success of the leader and the organization. Vasilescu (2019)
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suggested behavior leadership consists of people and task-orientation that will encourage
people to learn and grow through training and observation. Bass (1990) stated
“supervisors do not directly cause subordinates’ behavior; they merely set the occasion or
provide a discriminative stimulus for the evocation of it” (p. 49). Moreover, behavioral
leadership influences the leader’s norms, attitudes, and the intent of how the leader will
act in implicit or explicit processes (Westaby, Probst, & Lee, 2010). Besides, Murtic
(2018) argued the behavioral leadership approach does not guide leaders on how to act.
Still, their actions in the organization have a great influence on others they might be
supervising.
In the 1960s, Blake and Mouton (1964) conducted a study that looked at
behavior’s leaders displayed. The researchers assumed a leader’s actions determined his
or her leadership influence and how successful the leader will be in the organization.
Furthermore, the study concluded behavioral leaders demonstrated high work
performance; therefore, resulting in the followers committing to high-quality work and
the overall achievement of the organizational goals (Blake & Mouton, 1964).
Contingency Leadership Theory
Merritt (2017) suggested in contingency leadership, the leader is competent in
certain situations and with specific employees. Fiedler (1972) studied leaders’ behaviors
during different situations, and he was able to generalize that leaders are task-motivated,
or relationship orientated. Also, Walter, Caldwell, and Marshall (1980) stated “flexible
and balanced use of task and relationship behaviors is beneficial for both organizational
productivity and personal satisfaction” (p. 621). Kassarjian (1988) defined contingency
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leadership as the variables and influences in situations that are on a leader’s effectiveness
in an organization.
During a study organized by Williams and Hoy (1971), the researchers looked at
the relationship between elementary school principals and the teachers in the school. The
findings of the study concluded task-oriented leadership was considered effective
leadership with building principals when the classroom teachers supported them. Yukl
(2011) offered, “Most contingency theories of effective leadership use broadly defined 29
categories of behavior that were identified in the early research on leadership behavior,
including task-oriented behavior, relations-oriented behavior, and contingent reward
behavior” (p. 287). Additionally, Yukl went on to say the impact of the situation on that
leader’s influence and effectiveness over their followers in the organization that the
leader has a minimal effect over.
Servant Leadership
In the early 1970s, Greenleaf coined the phrase servant leadership. Greenleaf
(1977) described servant leadership:
The servant-leader is servant first . . . It begins with the natural feeling that one
wants to serve, to serve first. Then conscious choice brings one to aspire to lead.
That person is sharply different from one who is leader first, perhaps because of
the need to assuage an unusual power drive or to acquire material possessions . . .
The leader-first and the servant-first are two extreme types. Between them, some
shadings and blends are part of the infinite variety of human nature. The
difference manifests itself in the care taken by the servant first to make sure that
other people’s highest priority needs are being served. The best test, and difficult
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to administer, is: Do those served grow as persons? Do they, while being served,
become healthier, wiser, freer, more autonomous, more likely themselves to
become servants? And, what is the effect on the least privileged in society? Will
they benefit or at least not be further deprived? (p. 4)
Autry (2001) referred to leadership as a calling, and servant leadership is an
approach that includes leading with honesty, respect, love, and spiritually encouraging
and empowering followers to achieve their personal callings and assignments.
Furthermore, the term spirituality is a philosophical foundation of servant leadership but
feeling spiritual is not all that servant leadership in composite (Autry, 2001). Spears
(2002) identified 10 characteristics of a servant leader:


Listening: Leaders have traditionally been valued for their communication and
decision-making skills. These are also important skills for the servant leader, but
they need to be reinforced by a deep commitment to listening intently to others.
The servant leader seeks to identify the will of the group and helps clarify that
will. He or she seeks to listen receptively to what is being said (and not said).
Listening also encompasses getting in touch with one’s own inner voice.
Listening, coupled with periods of reflection, is essential to the growth and
wellbeing of the servant leader.



Empathy: The servant leader strives to understand and empathize with others.
People need to be accepted and recognized for their special and unique spirits.
One assumes the good intentions of coworkers and colleagues and does not reject
them as people, even when refusing to accept certain behaviors or performance.
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The most successful servant leaders are those who have become skilled
empathetic listeners.


Healing: Learning to heal is a powerful force for transformation and integration.
One of the great strengths of servant leadership is the potential for healing oneself
and others.



Awareness: General awareness, and especially self-awareness, strengthens the
servant leader. Awareness also aids one in understanding issues that involve
ethics and values. It lends itself to being able to view most situations from a more
integrated, holistic position. As Greenleaf (1977) observed:
o Awareness is not a giver of solace—it is just the opposite. It is a disturber
and an awakener. Able leaders are usually sharply awake and reasonably
disturbed. They are not seekers after solace. They have their own inner
serenity. (p. 36)



Persuasion: Another characteristic of servant leader is the reliance on persuasion,
rather than on one’s positional authority, in making decisions within an
organization. The servant leader seeks to convince others rather than coerce
compliance. This element offers one of the clearest distinctions between the
traditional authoritarian model and that of servant leadership. The servant leader
is effective at building consensus within groups. This emphasis on 47 persuasions
over coercion probably has its roots within the beliefs of the Religious Society of
Friends (Quakers), the denomination with which Greenleaf himself most closely
identified.
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Conceptualization: Servant leaders seek to nurture their abilities to dream great
dreams. The ability to look at a problem (or an organization) from a
conceptualizing perspective means one must think beyond day-to-day realities.
For many managers, this is a characteristic that requires discipline and practice.



Foresight: Closely related to conceptualization, the ability to foresee the likely
outcome of a situation is hard to define but more comfortable to identify.
Foresight is a characteristic that enables the servant leader to understand the
lessons from the past, the realities of the present, and the likely consequence of a
decision for the future.



Stewardship: Servant leadership, like stewardship, assumes first and foremost a
commitment to serving the needs of others. It also emphasizes the use of
openness and persuasion rather than control.



Commitment to the growth of people: Servant leaders believe people have an
intrinsic value beyond their tangible contributions as workers. As such, the
servant leader is deeply committed to the growth of each and every individual
within his or her organization.



Building community: The servant leader senses much has been lost in recent
human history as a result of the shift in which larger institutions, rather than local
communities, have become the primary shaper of human lives. This awareness
causes the servant leader to seek to identify some means for building community
among those who work within a given institution.

Spears (2002) stated, “these ten characteristics of servant leadership are by no means
exhaustive’’ (p. 6). Moreover, servant leadership encourages team effectiveness by
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establishing productive, shared governance. Also, a servant leader listens, persuades,
heals, and empowers people until those people realize their full potential (Allen et al.,
2016).
According to Spears and Lawrence (2004), people who operate in servant
leadership styles are not just transformational, but those leaders can effectively transform
the lives of the individuals following them personally and professionally. Likewise,
Black (2010) stated leaders who practice servant leadership, in the boardroom, school
hallways, or church pews, had developed a culture that is cultivating a positive and
productive environment. The way to ensure followers succeed is to empower the people
by putting them first (Black, 2010).
Furthermore, Laub (1999) developed six clusters of servant leadership; each
cluster assumed a servant leader would have the following characteristics:


Values people by believing in people, by putting others first and by listening.



Develops people by providing learning and growth by modeling and by
encouraging.



Builds community by enhancing relationships by working collaboratively and
by valuing the differences of others.



Displays authenticity by being open to being known, by being a learner, and
by maintaining integrity.



Provides leadership by envisioning the future by taking the initiative by
clarifying goals.



Shares leadership by sharing power by sharing status.
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Servant leadership is a term many people may consider to be an oxymoron—
servant and leader. Sendjaya and Sarros (2002) agreed a leader can act as both a leader
and a servant to subordinates and followers. Moreover, Sipe and Frick (2009) advocated
for seven pillars of servant leadership and stated “A Servant Leader is a person of
character who puts people first. He or she is a skilled communicator, a compassionate
collaborator who has foresight, is a systems thinker, and leads with moral authority” (p.
4). Van Dierendonck (2011) described servant leaders as people who empower and
develop those around them. The servant leader provides direction, shows humility, and
do everything for the good of the organization. Figure 1 displays the design model
developed by Van Dierendock, a conceptual model of servant leadership.

Figure 1. A conceptual model of servant leadership. Reprinted from “Servant
Leadership: A Review and Synthesis,” by D. Van Dierendonck, 2011, Journal of
Management, 37, 4.
Russell and Stone (2002) suggested servant leadership allows the leader to
develop interpersonal working relationships with their followers, which will increase the
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overall outcome of the organization. As for school building principals and teachers,
Tomlinson (2017) expressed those individuals embody servant leadership, and they make
a difference that will change lives forever.
Theoretical Framework
The theoretical framework used for this study is Patterson’s seven servant
leadership constructs. Patterson’s dissertations were based on the theory building of
servant leadership theory as a logical extension of transformational leadership theory.
Additionally, the constructs consist of the leader having agapao love, being humble,
acting altruistically, being trusting, empowering others, providing service, and being
visionary for followers (Patterson, 2003). Patterson (2003) defined the term servant
leader to “signify those leaders who lead an organization by focusing on their followers,
such that the followers are the primary concern, and the organizational concerns are
peripheral” (p. 5).
Agapao Love
The Greek term agapao love means moral love, doing the right thing at the right
time and for the right reasons. Additionally, Gunn (2002) expressed love is a power that
allows the spirit’s wisdom and energy to be rekindled, this love is not romantic passion or
parental love, it is agape. Templeton (1999) posited God is love, and the primary focus
and themes of the Bible demonstrate God’s love for humankind. In Mark 12:28-34
(Authorized King James Version), there is a story where a scribe asked Jesus what the
most excellent command of all is? Jesus replied, “Love the Lord thy God with all thy
heart, and with all thy soul, and with all thy mind, and with all they strength.” Jesus
continued, “love thy neighbor as thyself.” The term love appears in the Bible on
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numerous occasions, and in, the scripture acclaims “Love is patient, love is kind. It does
not envy; it does not boast; it is not proud” (1 Corinthians 13:4 New International
Version).
Mattison (2012) conducted a study focused on two dimensions of love—eros and
agapao. Eros is “acquisitive desire and longing, upward longing, that is man’s way to
God, and egocentric love which is willing to get and possess which depends on want and
needs. Eros finally recognizes the value in its object” (Mattison, 2012, p. 43). Agapaois
totally different according to Mattison (2012); apagao love is sacrificial giving.
Additionally, apagao “is an unselfish love that gives itself away. It comes down and is
God’s way to man. It is God’s love; indeed, God is apagao. It is freedom in giving”
(Mattison, 2012, p. 43). To put it another way, Templeton (1999) defined agapao love as
feelings that express pure and unselfish love for all human beings without exception to
race, creed, or sexual orientation. Moreover, Van Dierendonck and Petterson (2014)
claimed leaders who demonstrate agapao love consider the needs of their followers first
and the leader sees the followers as hired hearts and not just hired hands.
Humility
According to Tangney (2000), humility is defined as the ability to reflect on one’s
strengths, accomplishments, and limitations. Likewise, Van Dierendonck (2011) defined
humility from the perspective of a servant leader who understands they are strong and
weak, and also can maintain perspective and admit one’s mistakes. Additionally, Kouzes
and Posner (2006) declared humility comes when a person realizes their legacy is built on
the legacy of who did the job before them and the people who are working beside the
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leader. When servant leaders demonstrate humility, they are able to have better
relationships with their subordinates (Hanse, Harlin, Jarebrant, Ulin, & Winkel, 2016).
Scheffler (2017) evaluated the teachings and practices of Jesus and how he placed
focus on poverty, tolerance, and humility. In 1 Kings 3, King Solomon offered God over
1,000 burnt offerings, and later that evening, while Solomon was asleep, God spoke to
him in a dream and asked Solomon what is it that he wanted? In the act of humility, King
Solomon asked God for wisdom to help him govern the Nation of Israel. Throughout the
Bible, there are several other incidents where people showed humility, and God granted
them favor (The Holy Bible, New International Version).
Furthermore, Scheffler (2017) explained “a humble person becomes unselved,
forgets the self and focuses on the larger community, whereas self-deprecation still
represents a focus on the self” (p. 98). Humility must be present in a leader’s DNA,
though it is not to indicate a leader cannot have pride and honor in their work, but they
should not be arrogant, boastful, or self-serving. Also, a good dose of pride should
manifest from the leader to shine a light on the success of the team or organization
(Redman, 1995).
Altruism
Altruism is a term that is new to many people in leadership; however, the act of
altruism has been around for a long time. Merriam-Webster’s online dictionary defined
altruism (2020) as “unselfish regard for or devotion to the welfare of others.”
Furthermore, altruism can be considered behavior in which a person acts helpfully and
that help or support increases the outcomes in the lives of those individuals who are
receiving the help (Egilmez & Naylor-Tincknell, 2017). Consequently, Egilmez and
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Naylor-Tincknell (2017) indicated if a person does not demonstrate altruistic behavior,
there will be dysfunction and destructive behavior in the organization. Additionally, the
lack of altruism from a leader will result in social dynamics becoming isolated, confused,
and biased.
Matthias (2016) conducted a study that reviewed altruism and the burnout rate in
public school teachers in the United States. Matthias’ research was based on the study
conducted by Higgins (2010), who claimed altruism is a factor that contributes to
Christian teachers’ burnout, which results in a flourishing teacher being an oxymoron.
Higgins (2010) defined altruism as “acting to benefit another person with no benefit
whatsoever to the actor” (p. 347). Higgins (2010) continued to say, “we find ourselves
defining duty in opposition to inclination and judging altruism by its distance from selfinterest” (p. 347).
Research has suggested since a particular act can be considered to be selfless or
have self-interest intent it should be seen as altruistic behavior. Newman and Cain
(2014) went on to say decisions to make selfless donations to specific organizations can
be seen as weaker signals of altruism; however, altruistic behavior should involve giving
without any expectations of receiving any praise or other forms of recognition.
Consequently, de Waal (2008) suggested altruism is produced through the mechanism,
which is empathy and bonding that results in helping someone else, ultimately resulting
in improving oneself.
Trust
Trust (2020) is defined in Merriam-Webster’s online dictionary as having
confidence, hope, or faith in someone or something. Blanchard, Olmstead, and Lawrence
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(2013), in their book Trust Works, used an allegory that displays the dysfunctional
relationship around trust between a cat and a dog. The relationship between the cat and
the dog is affecting everyone in the house, including the adults. Consequently, a wise
parrot introduces the ABCDs of trust, which are ability, believability, connectedness, and
dependability. Together these can be used to establish a trusting working relationship.
White, Harvey, and Fox (2016) suggested trust is vital and critical in the high-stake
environment that many people work—without trust, the leader has limited power; with
trust, the leader can make a significant change in an organization.
Moreover, Kouzes and Posner (2006) implied “leading requires trust” (p. 49). In
effective organizations, the leader builds trust to get assignments done and completed
with passion and dedication. Fulmer and Ostroff (2017) conducted a study that examined
the trust level of employees on top-level leaders in organizations such as CEOs,
presidents, the board of directors, and high-level managers. The study determined the
trust level with immediate level leaders often determined the trust level that employees
would have with higher-level leaders in the organizations. Furthermore, Fulmer and
Ostroff (2017) explained people are more willing to trust when they know the person and
the purpose of the trust. A study conducted by Campagna, Dirks, Knight, Crossley, and
Robinson (2020) looked at the relationship between felt trust and actual trust. It was
determined verbal and nonverbal signals that an employee sends and how the leader
interprets influence a leader’s perceived trust.
Vision
The term vision has various meanings according to who is being asked the
question, and in what context the question is being asked. Senge Roberts, Ross, Smith,
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and Kleiner (1994) defined vision as a picture of the future that a person or organization
pursues to create in the present tense. Also, Senge et al. (1994) stated, “our vision shows
where we want to go, and what we will be like when we get there” (p. 302).
Furthermore, Kаntаbutrа and Аvеry (2010) contended vision is a view of the future that
everyone in the organization can believe in and is not current reality but offers a clearer
picture and direction for the future.
However, Collins and Porras (2008) offered organizations’ visions are not about
what the organization will be in the future, but what the organization has been in the past
and what it is today. An organization that has a good vision is an organization that will
grow efficiently and effectively. As a matter of fact, Jonyo, Ouma, and Mosoti (2018)
expressed a good vision is developing for the team, the organizational members can work
to accomplish the vision and the success of the company. Similarly, Kouzes and Posner
(2006) argued the future does not belong to the leader of the organization along, and the
vision is about articulating the people’s vision.
Perkins, Lean, and Newberry (2017) concluded a vision allows the leader to
express their aspirations and directions, which allows the followers to give their
suggestions for future growth in the organization. Also, when there is a vision, no matter
if the vision is fixed or fluid, the people in the organization can enhance the productivity
in the company. Jensen, Moynihan, and Salomonsen (2018) proposed, though a leader
may need to create a vision in isolation, the sharing of the vision depends on
communication with the employees and they need to see the vision as significant and
meaningful. Jensen et al. (2018) stated, “A vision will be more inspiring and motivating
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if it is relevant to the values, ideals, and needs of followers and is communicated with
colorful, emotional language” (p. 352).
Empowerment
The term empowerment became very popular in the 1980s when Rappaport
(1984) defined empowerment as “a process, the mechanism by which people,
organizations, and communities gain mastery over their lives” (p. 2). Over time more
scholars developed their own definitions for empowerment. Alsop, Bertelsen, and
Holland (2006) defined empowerment as a process that will increase the capacity of
individuals or groups to turn their choices into actions and outcomes that will benefit the
group. From a political perspective, Craig and Mayo (1995) expressed empowerment
should be about collective community and class conscientization, this empowerment will
transform the traditional practices of politics.
Additionally, Albertyn, Kapp, and Groenewald (2001) believed true
empowerment will only occur when three levels have been established: micro, interface,
and macro. Research has shown when employees feel empowered, the work environment
is enhanced, the employees are self-motivated, work effectively in teams, and
communicate more effectively (Alfadli, & Al-Mehaisen, 2019). In other words,
empowerment encourages people to achieve the goals and objectives of the organization,
and the management and the lower-level employees are working toward a common goal
(Alfadli & Al-Mehaisen, 2019).
Farling, Stone, and Winston (1999) claimed servant leaders empower their
followers in a way that will transform the team, and the organization will enhance the
teams’ values and objectives. Melrose (1995) indicated when empowerment is
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implemented in an organization, it helps to clarify the goals and objectives of the
organization. Also, social change begins when people have a common purpose, and they
feel their individual roles are important to the overall accomplishment of the organization
(Daniele, 2017). Finally, Patterson (2003) explained empowerment as:
letting people do their jobs by enabling them to learn, grown, and progress, and it
means allowing for self-direction and freedom to fail; all of this multiplies the
followers’ strengths and trust. By empowering followers, servant leaders are
allowing them the freedom to proceed toward their goals, helping them make
dreams reality. (p. 24)
Service
According to Covey (1990), a foundation for leadership should include the desire
to serve those who are under the leader’s leadership. Also, Allen et al. (2016) posited
any servant leader should have a desire to serve, and they should keep in mind exemplary
leaders serve others. Seeing service as leadership is not a new concept. Greenleaf (1977)
said “a great leader is seen as servant first, and that simple fact is the key to the leader’s
greatness” (p. 36). Servant leaders build trust with their employees with their actions,
and the leaders encourage the followers to emulate their behavior by serving the
employees first (Schermerhorn, Osborn, Uhl-bien, & Hunt, 2012).
Dansereau, Seitz, Chiu, Shaughnessy, and Yammarino (2013) claimed service is a
part of servant leadership, and a leader should have a proactive leadership style that will
sacrifice the needs of the leader for the needs, goals, and interests in the organization.
Furthermore, Powe (2020) noted service is about placing the needs of others first, and
this style will develop the strengths and weaknesses of the leader and the organization.
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Moreover, Patrnchak (2016) defined service as an altruistic approach where leaders in
unequivocallyput the needs of others before their own needs. Also, Powe (2020) said
The impact of the servant leadership approach is contingent on leaders’
willingness to take on a subservient role and elevate the needs of employees in
order to inspire followers to become servants as well. (p. 33)
Gloppen (2009) declared service design leadership uses a multidisciplinary and
interdisciplinary style to solving problems and using innovation in the organization.
Service is a method leaders use to enhance those that work in their organizations and to
promote a healthy work environment.
Culture of High Performance
Culture can be defined as “a set of common values, attitudes, beliefs, and norms,
some of which are explicit and some of which are not” (Brown, 2004, p. 4). Robbins
(2006) believed culture can be learned, and it is a set of values, knowledge, and attitudes.
Along those same lines of reasoning, Luthans (2002) inferred that culture is a set of
norms and values that direct the actions of the members in the organization.
Consequently, every school and organization has its own unique culture that has been
established and modified by the students, teachers, administration, and staff (Teasley,
2017).
School Culture
Teasley (2017) stated “positive school culture is conducive to professional
satisfaction, effectiveness, morale, and creating an environment that maximizes student
learning and fosters collegiality and collaboration” (p. 3). Moreover, Bush (2015)
believed teachers, administrators, and staff members must engage in healthy activities to
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promote a positive school culture. School culture and climate have often been combined
and considered to be the same thing from the perspective of certain researchers.
MacNeil, Prater, and Busch (2009) defined school climate as a “total environmental
quality within an organization” (p. 75). Furthermore, schools that have a high level of
positive culture are considered healthy based on communication, cohesiveness, morale,
goal focus, innovativeness, adaptation, and problem-solving techniques (MacNeil et al.,
2009).
According to Brown (2004), when a school has an influential culture, there is a
high probability the students will strive in academic excellence and social youth
development, which will result in less disciplinary actions. In the Glossary of Education
Reform (2013), when a school has an adverse school climate and culture, there are
specific characteristics such as low trust among colleagues. Also, low academic
expectations and support for students, inefficiency, a lack of transparency in leadership,
and resistance to collaboration among school-based professionals (Glossary of Education
Reform, 2013). Furthermore, Muhammad (2009) believed student achievement is
directly affected by the schools’ culture, what the teachers believe, and their pedagogy
for the academic achievement of every student.
Boyer (2012) indicated teachers have the most interaction with students and
parents; therefore, they have the power to highly effect the culture of a school positively
or negatively. Likewise, MacNeil et al. (2009) indicated when a positive school culture
has been established between the classroom teacher and the students, it can have an
impact on student achievement. On the contrary, when there are poor relationships
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between the classroom teacher and the students, the culture of the school is negatively
impacted, and student engagement and learning is affected (MacNeil et al., 2009).
No Child Left Behind
With schools across the United States falling further behind other countries, there
was a national cry for school accountability and lawmakers endeavored to design a plan
that would ensure that all students would be academically successful (Koretz, 2009). In
January 2002, the ESEA was reauthorized under a catchy title, No Child Left Behind, and
to the surprise of many people there was a bipartisan agreement (William, 2008). Under
NCLB, every public K-12 school received additional funding if the state met a series of
student-achievement benchmarks (Heise, 2017). Before NCLB, the federal government
requested all states to create, articulate, and implement academic standards for all
students in K-12 public education (Heise, 2017).
The states developed standards and tests to assess the students’ mastery in reading
and math to determine if the school has met adequate yearly progress (AYP).
Additionally, for those school districts and individual schools that did not meet AYP
under NCLB, there were negative consequences for schools and teachers to force them to
improve the academic progress of the students (Harman, Boden, Karpenski, &
Muchowicz, 2016). To achieve the goals of NCLB, 100% of the students in public
schools were to pass their states’ standardized assessments, and all schools and students
should demonstrate proficient performance in reading and mathematics by 2013-2014
(Harman et al., 2016). Additionally, NCLB forced local school districts and states to
meet two significant investments. First, the state and schools had to implement annual
assessments of students in math and reading. Second, school districts had to hire highly
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qualified teachers and ensure they were teaching in the areas for which they were
credentialed by the state (Hayes, 2015).
Bell and Meinelt (2011) communicated that Title I funded schools that did not
meet AYP for 2 consecutive years were considered to need improvement or “failing
schools.” Under NCLB, Nguyen-Hoang and Yinger (2011) argued the designation of
failing school was an inappropriate title to place on schools, and it had a drastic effect on
the local community and the families that attended that particular school. Vogell and
Gutierrez (2006) recorded the label of failing caused high alarm among the parents whose
children participated in the school because the label deemed the entire school a failure
when maybe only one segment of the student body did not achieve AYP in a certain area.
Introduction of State Assessments
The introduction of standardized assessments is over 150 years old, and under the
leadership of Horace Mann, then-secretary of the Massachusetts State Board of
Education, implemented the first written examination (Garrison, 2009). The National
Education Association’s Committee of Ten convened in 1892 to establish a standardized
high school curriculum or to develop a national system that would align common results
for all high school students (Greer, 2018). Throughout the 20th century, policymakers
and school officials reacted to domestic developments that were occurring in the United
States. Brown v. Topeka Board of Education, Lau v. Nichols, and the Individuals with
Disabilities Education Act (Lawson, 2004). With the passing of these landmark decisions
by the U.S. Supreme Court, several mandates came to be, such as the desegregation of
schools, English language learners support, and accommodations for students with
disabilities. Furthermore, in 1947 President Truman’s Committee on Civil Rights
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suggested, “Whatever test is used—expenditure per pupil, teachers’ salaries, the number
of pupils per teacher, transportation of students, adequacy of school buildings and
educational equipment, length of school term, extent of curriculum—Negro students are
invariably at a disadvantage” (Lawson, 2004, p. 98). During the 1980s, the National
Assessment Governing Board designed test times that would be more proficient and
rigorous to be placed on states’ standardized assessments (Cohen & Snow, 2002)
According to Miller (2018), several states restructured the method in which the
state assessments were given to the students. For example, moving from the multiplechoice questions to questions that focus on evaluating inquiry and interpretation of skills,
like document-based questions, written-response questions, and thematic essays. In
2010, a majority of states agreed to adopt the Common Core State Standards (CCSS).
Durand, Lawson, Wilcox, and Schiller (2016) explained the CCSS was designed to focus
on specific skills in English language arts, mathematics, and to bring national cohesion to
K-12 instruction. With the introduction of the CCSS, all 50 states began to have a
uniform set of standards that would represent a significant turn in curriculum and
standardized tests across the nation (Porter, Fusarelli, & Fusarelli, 2015).
Achievement Gap
In the Glossary of Education Reform (2012) online, the definition of the
achievement gap is closely related to the learning gap and opportunity gap, the
achievement gap refers to any significant and persistent disparity in academic
performance and educational attainment between different groups of students (e.g., White
students and minorities or students from higher-income and lower-income households).
Furthermore, the achievement gap may vary significantly from groups of students from
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place to place, the consistency and persistence of the gap are what defines that there is an
achievement gap for a particular group of students. Additionally, achievement gaps are
not isolated events that occur occasionally; they are observed with predictable trends that
continue over time (Glossary of Education Reform, 2013).
An area that is of great concern in the United States is the disparity between
White and Asian-American students and African American and Hispanic students on
standardized-test scores (Farkas, Morgan, Hillemeier, Mitchell, & Woods, 2020). Due to
poverty and other risk factors, Farkas et al. (2020) reported the historical discrimination
against certain racial groups of people has resulted in residential segregation; outcomes
for those students who attend schools in a poor community with low-performance test
scores. Welner and Carter (2013) suggested the achievement gap has a direct relationship
to the opportunity gap; poor students do not have the same opportunities to succeed
academically due to the limited number of resources and opportunities available to them
in their communities and local schools. Milner (2012) believed the way to address the
achievement gap is for school districts officials and other government organization staff
to pay closer attention to the opportunity gap.
There is a large group of teachers that believe the achievement gap starts as early
as kindergarten when children from poor communities enter school who are not ready for
kindergarten (Morton, 2014). According to Plucker and Peters (2018), the achievement
gap is not exclusive to students who struggle academically. Poverty has shown to be a
significant factor that influences the achievement gap because schools in these
communities have lower expectations for the students, less experienced and qualified
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teachers, and the students are often distracted by issues that are not school related
(Plucker & Peters, 2018).
High Performance
The term high performance is broad and has a variety of definitions. Daud
Raman, Don, Mohd Sofian, and Hussin (2015) proposed the culture of any organization
plays a considerable influence on the overall achievement in the organization. Also,
schoolteachers and principals are responsible for students’ progress; however, there are
still some leaders in schools who have not entirely accepted their role in designing a
culture of high performance. When a school practices positive school culture, it will
ultimately enhance school performance (Daud et al., 2015). Wriston (2007) developed a
high-performance culture model with four components:
1. Creating a collaborative climate
2. Building a culture of accountability
3. Focusing on outcomes
4. Having robust processes
The 90/90/90 schools consist of 90% of the students receiving free or reduced
lunch, 90% of the students are from a minority ethnicity group, and 90% of the students
met or achieved standards on the state assessments (Reeves, 2002). While reviewing the
success of some 90/90/90 schools, Peters and Waterman (1982) were able to identify five
characteristics those schools had in common, which caused them to become high
performing schools. When the school principals and teachers implemented the identified
characteristics, the schools were able to turn-around from being known as failing to high
performance. Those characteristics are:
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1. A focus on academic achievement
2. Clear curriculum choices
3. Frequent assessment of student progress and multiple opportunities for
improvement
4. An emphasis on nonfiction writing
5. Collaborative scoring of student work (Peters & Waterman, 1982).
Reeves (2002) continued to write that high performing schools had high
expectations for all students, and it did not matter in which classroom the student was
located; all students were expected to achieve. Also, the school administration and
classroom teachers developed common assessments and effective collaboration. The
Collaboration for High Performance Schools (2019) developed the six-volume manual
they consider essential for high-performance schools. The six volumes are (a) planning,
(b) design, (c) new building, (d) modernizations, (e) maintenance and operations, and (f)
relocatable classrooms.
School Principals
In schools all across the world, school principals work in buildings that are
considered to be instructional leaders, and they have the responsibility to guide the
academic and day-to-day operations of the school (Cranston, 2016). School principals
are vital in the establishing of the school’s vision and mission statement, modeling
appropriate behavior, and enhancing the professional community among the staff (Dufour
& Mattos, 2013). Pepper (2010) shared that school principals are in charge of the
managing of the school building, sustaining school improvement, and promoting student
learning.
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History of Principals
Since the inception of an educational system that allowed children to attend
classes, there has been a principal in some form or fashion. Glanz (1994) indicated,
during the 19th century, the school principal had limited power and the schools were
managed by ward boards. Additionally, as cities and towns increased in population, the
role of the teacher principal was introduced. In the early 1900s, the part of school
principal began to transition from teacher principal to manager and supervisor (Martin,
2018). Brubaker and Simon (1986) developed a framework that depicted the
evolutionary phases of the principal:
1. The Principal Teacher (1647 - 1850)
2. The Principal as General Manager (1850-1920)
3. The Principal as Professional and Scientific Manager (1920 - 1970)
4. The Principal as Administrator and Instructional Leader (1970 - present)
5. The Principal as Curriculum Leader (present - sometime in the future)
Elsbee (1939) reported, in the 1920s, the school principal’s primary responsibility
was to oversee the new classroom teachers and ensure they were providing the students’
effective classroom instruction and keep the students in order. As the decades passed, the
school building principal became the instructional leader for the school (Glanz, 1994).
With the Cold War hovering over the United States, in the 1950s, the U.S. government
placed extra attention on student testing, teaching accountability, and principal oversight
of teachers and instruction (Glanz, 1994). Within the last 55 years, the Department of
Education has introduced five educational reform movements: ESEA, NCLB, Race to the
Top, which includes the CCSS and Every Student Succeed Act. These new federal
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reforms placed more accountability on local school districts, which in turn required the
school principal to try and enforce the new policies with limited funding (Wallace
Foundation, 2013). For the principal to accomplish the ever-changing mandates and
regulations, the principal is required to become an effective instructional leader with the
skills and knowledge to ensure all students achieve academic excellence (Cross & Rice,
2000).
Who are the Principals?
Clark, Mortorell, and Rockoff (2009) suggested the literature on the principal is
very sparse because it is challenging to define the character of a competent school
principal based on empirical data. Clark et al. (2009) stated:
There was a time when principals were expected to do little more than ‘hold’
school. Superintendents and school boards were satisfied if every classroom had
a teacher, if every student had a set of textbooks, and if every class moved from
one grade to the next at an orderly pace. (p. 6)
Hughes and Karp (2004) posited the position of the school principal is visible, and the
actions and behaviors of these individuals are under high levels of scrutiny. Chirichello
(2003) expressed that the school principals’ jobs have evolved from a traditional role of
manager/lead teacher to an administrative model, which has to demonstrate
characteristics such as visionary leader, inspirational leader, team builder, and a coach.
Wells (2013) implied school principals have to accomplish the great task of
instructional leaders and keep up with the governmental rules and regulations being
forced on state and local school districts. With the high demands forced on school
principals, longevity is vital to the success of the school and the ability for the leader to
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instill and transform change in the organization (Wallace Foundation, 2013). Grubb and
Flessa (2006) said, “In an era of accountability, policymakers have imposed new
requirements, and the principal is responsible for enhancing progress on multiple (and
often conflicting) measures of educational achievement” (p. 519).
Roles and Responsibilities of School Principals
The roles and responsibilities of a school principal vary from school to school, but
overall, there are certain characteristics all school principals must process in the position
(Louis, Dretzke, & Wahlstrom, 2010). Furthermore, a principal has the responsibility to
establish the school culture; ensure teachers are teaching the curriculum with fidelity;
guide the academic achievement of all students; keep the faculty, students, and staff; and
promote a constructive learning environment (Louis et al., 2010; Ogens, 2008). In a
research study conducted by Child Mind Institute (2016), it was determined school
principals are under tremendous pressure from students, parents, teachers, and the school
board to ensure all students meet standards on state assessments. Also, to assure all the
students and staff feel welcome in the building (Child Mind Institute, 2016).
Hoy and Miskel (2008) offered other characteristics school principals must
possess, such as being calm and able to maintain their integrity in all situations.
Additionally, Tschannen-Moran and Gareis (2015) believed principals are the
instructional leaders for the school, who encourage all the students, teachers, and faculty
to strive for excellence and high levels of academic achievement in the school. Trustbuilding is a tool the principal has to master as the lead decision maker in the school
(Ogen, 2008). Also, as the instructional leader, the principal is responsible for ensuring
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active learning takes place in every classroom in the building every day (Silverman,
2018). Neumerski et al. (2018) expressed:
The expectation that principals should be instructional leaders is now deeply
ingrained in our understanding of effective school leadership. Managing the daily
operations of their schools is insufficient; present-day principals are expected to
engage closely with teaching and learning. (p. 270)
Honig, Venkateswaran, and McNeil (2017) conducted a study that determined for
school principals to achieve the goals and objectives outlined by the school board and
other governmental agencies, the school district leadership team must partner with the
principal. “Never before has a school principal’s job been more important and never
before has the job been more difficult” (Pepper, 2010, p. 43).
Summary
Native American people have lived in what is known as the United States since
the beginning of time. The educational process for Native American children has
evolved from colonial missionary and boarding schools to the BIA schools and other
measurements that have been implemented in public schools all across the country.
Furthermore, the theoretical foundations for this study showed the concept of leadership
and a variety of other leadership theories such as transactional leadership, management
leadership, behavioral leadership, contingency leadership, and servant leadership.
Patterson’s (2003) seven leadership constructs was the theoretical framework for this
study. In the last two sections of the literature review, the researcher focused on the
culture of high performance and school principals.
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Synthesis Matrix
A synthesis matrix (see Appendix A) summarizes the variables that were
presented in this literature review. The matrix was developed by the researcher to
organize the references and assist with identifying the numerous themes throughout the
literature review. Additionally, the matrix was used to help to identify the relationship
between the subjects addressed in the literature.
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CHAPTER III: METHODOLOGY
This research study was designed to explore and describe the lived experience of
the impact of servant leadership for establishing a culture of high performance as
perceived by principals of Native American schools. Chapter I concentrated on the
background of Native American education and the organization of the study. Chapter II
focused on the literature, which brought attention to various leadership styles and the
theoretical framework for this study, Patterson’s (2003) seven servant leadership
constructs. This chapter presents the methodology used for this research study.
This phenomenological study focused on the lived experiences of principals of
Native American schools. The purpose statement, research question, and sub questions
are addressed in this chapter. The research designed for this phenomenological study is
explained. Next, the population and sampling frame are identified and explained. Also,
in this chapter there is a description of the data collection instrument and the process used
to collect the data. Lastly, this chapter ends with identifying the limitations and a
summary of this methodology.
Purpose Statement
The purpose of this phenomenological study was to explore and describe
principals’ of elementary, middle, and high school of Native American students in
Washington State perceived impact of servant leadership constructs developed by
Patterson (2003) on establishing a culture of high performance.
Central Research Question
What is the impact of Patterson’s (2003) seven servant leadership constructs on
establishing a culture of high performance as perceived by principals’ of elementary,
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middle, and high schools with a student population of 40% or higher of Native American
students in Washington State on high-performance schools?
Sub Questions
1. What is the impact of the agapao love leadership construct on establishing a
culture of high performance?
2. What is the impact of the humility leadership construct on establishing a culture
of high performance?
3. What is the impact of the altruism leadership construct on establishing a culture of
high performance?
4. What is the impact of the vision leadership construct on establishing a culture of
high performance?
5. What is the impact of the trust leadership construct on establishing a culture of
high performance?
6. What is the impact of the empowerment leadership construct on establishing a
culture of high performance?
7. What is the impact of the service leadership construct on establishing a culture of
high performance?
Research Design
According to McMillan and Schumacher (2010), there are two primary types of
research that researchers traditionally implement when collecting data and analysis:
qualitative and quantitative. Patten (2012) explained quantitative research is often
presented as numbers and quantities. Qualitative research is shown as themes or trends
and not statistics. Additionally, there is a third research method that combines qualitative
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and quantitative approaches, and this style is becoming very popular with researchers as
mixed methods.
Phenomenological studies consist of the perception of the individual and their
lived experiences. Also, most qualitative studies use the participant’s perception as vital
to the outcomes of the study (Patten, 2012). Phenomenological studies focus on “the
meaning, structure, and the essence of the lived experience of a phenomenon for a person
or group of people” (Patton, 2015, p. 98). Also, this methodology defines how people
experience a certain phenomenon. Patton (2015) posited the researcher has to conduct
personal interviews with individuals who have direct experiences with the phenomenon;
lived experience, in contrast to what they have heard or seen in the lives of other
professionals. Furthermore, Patton (2015) continued when he cited the work of Adams
and Manen (2008), which defined lived experience as the experience an individual lives
through and acknowledges the experiences as a particular type of experience.
Creswell and Poth (2018) gave several characteristics typical for
phenomenological studies. First, the study is phrased in concepts and ideas which are
explored. Secondly, the researcher explores the phenomenon with individuals who have
experienced the phenomenon in their careers or lives. Also, the researcher removes
themselves from the study as much as possible, so the individuals that have experienced
the phenomenon can freely express their experience. Along with the characteristics, there
are two major types of phenomenological studies—hermeneutical and transcendental.
The phenomenological approach used in this study is hermeneutical, because it focuses
on lived experiences and interpreting life (Creswell & Poth, 2018).
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The rationale to use the phenomenological approach was chosen due to the
research question asking: what is the impact of Patterson’s (2003) seven servant
leadership constructs on establishing a culture of high performance as perceived by
principals of Native American schools? Furthermore, the principals of Native American
schools will be interviewed and asked a series of questions about their lived experiences
and how they believe or perceive the impact the constructs have on establishing a culture
of high performance.
Population
McMillan and Schumacher (2010) defined population as “the total group to which
results can be generalized” (p. 129). Creswell (2005) stated a population is a specific
group of individuals who share certain characteristics and criteria that separates them
from another group the researcher will be studying. The group in which the researcher is
ultimately interested in researching is the population (Patten, 2012). According to the
BIA (2019), there are 313 Native American schools in the United States, 183 K-12
schools are under the oversight of the BIA and 130 K -12 schools are tribally controlled.
In an attempt to address the purpose statement and central question in this study, the
population for the study was the principals of all 313 Native American schools.
Sampling Frame
McMillan and Schumacher (2010) stated a sampling frame is a group of
individuals that can be used because they meet the criteria of the study. Creswell (2005)
referred to the sampling frame as the target population and stated it is “a group of
individuals or a group of organizations with some common defining characteristics that
the researcher can identify and study” (p. 142). The sampling frame for this study was
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narrowed down to 32 principals of Native American schools in Washington State with a
Native American student population of 40% or higher (OSPI, 2019). This sampling
frame of 32 principals included eight BIA and state tribally compacted Native American
schools in Washington State and 24 non-BIA schools with a student population of 40% or
higher of Native American students (OSPI, 2019).
Sample
Patton (2015) described a sample as a target population that could be a
representation of the whole population. In phenomenological research studies, the
researcher typically uses purposive sampling because the individuals chosen met specific
criteria for the study (Merriam, 2009). McMillian and Schumacher (2010) explained
purposeful sampling is when the researcher choses particular individuals from the total
population to represent the specific topic of interest. Also, in purposeful sampling, the
researcher chooses specific individuals because of their experience with the phenomenon
that is being studied. The sample for this study consisted of eight principals of Native
American schools in Washington State purposively selected from schools with a student
population of 40% or higher of Native American students and identified as leading a
high-performing K-12 district. For the purpose of this study, high achievement is defined
by the Washington State School Recognition Board for schools who have demonstrated
being exemplary in either closing gaps, growth, or achievement and meet the identified
selection criteria. The researcher used purposeful sampling to choose principals of
Native American schools who represented five of the seven following criteria:


The principal was employed as a principal in a public school within the State of
Washington, with a minimum of 30 staff members.
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Evidence of leading school with a culture of high student performance.



The principal has a minimum of 2 or 3 years of experience at their current site
with a population of 40% or higher Native American students.



A minimum of 5 years’ experience in the K-12 profession.



Membership in professional associations in their field, such as WSPA.



Articles, paper, or materials written, published, or presented at conferences or
association meetings.



The principal was willing to be a participant and agreed to the informed consent
form.
Instrumentation
In this qualitative phenomenological study, the researcher is a part of the study

since they will be collecting, analyzing, and interpreting the data (McMillan &
Schumacher, 2010; Patton, 2015). Patton (2015) argued since the researcher is
instrumental in the study, it could lead to bias from the researcher since the researcher
may have personal experience with the phenomenon. Patten (2012) believed in almost all
qualitative research; the researcher is a phenomenologist. According to McMillan and
Schumacher (2010), “the researcher ‘brackets,’ or puts aside, all prejudgments and
collects data on how individuals make sense out of a particular experience or situation”
(p. 24). In this study, the researcher works in the field of education and with Native
American students; therefore, the researcher implemented bracketing. Overall, the
researcher conducted extensive interviews with the informants to gain a better
understanding of their perspective and everyday experiences with the phenomenon
(McMillan & Schumacher, 2010).
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The instrument used for this study was a set of semi-structured, open-ended
interview questions. Semi-structured interviews have open-ended questions that allow
the interviewer to develop new ideas during the interview process (Patton, 2015). The
researcher developed a synthesis matrix of the literature (see Appendix A) for the seven
servant leadership constructs to support the process used by the thematic team to develop
the interview questions, as discussed in the next section.
Validity
McMillan and Schumacher (2010) stated that validity is “the degree of
congruence between the explanation of the phenomena and the realities of the world” (p.
330). Also, McMillan and Schumacher (2010) said “validity of qualitative design is the
degree to which the interpretations have mutual meaning between the participants and the
researcher” (p. 330). To have validity in this study, an expert panel was established to
review the interview questions and the items were field-tested by eight of the thematic
team members. Roberts (2010) posited the findings of the study have to be factual;
therefore, validity is necessary. Field testing assists with limiting the bias of the
researcher.
Expert Panel Validity
This study is a part of a thematic team dissertation process with two faculty
advisors that are cochairing the group. An expert panel of the two faculty advisors
reviewed the interview questions for continuity and consistency and ensured the
interview questions aligned with the research question of the study. Furthermore, the
faculty advisors divided the thematic team members into working groups of two, each
pair was responsible taking one of the seven constructs from Patterson’s (2003) servant
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leadership constructs. Semi-structured, open-ended questions were designed for the
interview questions and were used during the probing process to probe the questions.
McMillan and Schumacher (2010) explained the questions should be neutral and bring
clarification to what the study is suggesting. An alignment table (see Appendix B) was
developed by the thematic team to ensure the interview questions were aligned to the
research question. Afterwards, all the members of the thematic team presented their
probe questions to the collective group and a discussion took place to confirm the
questions were in alignment to the standards table. Furthermore, the two faculty
advisors, who are considered experts, reviewed the protocol and approved the use of the
probe questions in a field test were an effective tool.
Pilot Interview (Field Test)
Each member of the thematic team conducted a pilot interview with a person who
met specific criteria of being a servant leader and who works with a demographic or in a
position similar to the group that was part of the study. Along with the interviewee,
another person served in the role of an observer for the pilot interview. The observer
must have completed a doctoral program or taken coursework in the field of qualitative
research on the doctoral level. The pilot interview was conducted over Zoom and the
interviewee was aware of the presence of the observer. The observer did not participate
in the discussion and that individual was responsible for providing feedback on the
researcher’s interview skills to the researcher.
During the pilot interview process, the interviewee was asked a series of questions
that were proposed for use with the interviewees during the actual study. McMillan and
Schumacher (2010) suggested a field test assists with the reliability and validity of the
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instrument the thematic team intended to use for the study. All members of the thematic
team used the same set of interview questions. The expert faculty developed a feedback
form for both the field test participant (see Appendix C) and the observer (see Appendix
D). Furthermore, the feedback forms were used by the thematic team to ensure all of the
interview questions were clear and precise. The interviewees did not have any concerns
with any of the items from the interview questions.
Reliability
Reliability is essential in any research study because the “degree to which your
instrument consistently measures something from one time to another” (Roberts, 2010, p.
151). Joppe (2000) stated:
reliability is the extent to which results are consistent over time, and an accurate
representation of the total population under study is referred to as reliability, and
if the results of a study can be reproduced under a similar methodology, then the
research instrument is considered to be reliable. (p. 1)
Internal Reliability
Internal reliability is defined by Creswell and Poth (2018) as the ability of another
researcher to assist with the development of the data collection, data analysis, and
interpretation of the study. The eight members of the thematic team, along with the two
faculty advisors, developed the instrumentation of the research and the purpose
statement, variables, definitions of variables, and central research questions. With the
thematic team members developing all the components of the research study together, it
“reduces the possibility that the results of qualitative research represent only the
idiosyncratic views of one individual researcher” (Patten, 2012, p. 157).
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Data Collection
The data collection process consists of semi-structured interviews, transcription of
the interviews, and sharing of the transcript with the interviewees to ensure accurate
information was transcribed (McMillan & Schumacher, 2010). Patton (2015) stated
qualitative data collecting during the interview process is when “we interview people to
find out from them those things we cannot directly observe and to understand what we’ve
observed” (p. 426). Before any interviews were performed, an application to the
Brandman University Institutional Review Board (BUIRB) was submitted for review and
approval. After BUIRB approval (see Appendix E), emails were sent to the eight
participants outlining the interview process (see Appendix F). After participants
responded they were willing to participate, a follow up email was sent containing the
participant’s bill of rights (see Appendix G), the informed consent form (see Appendix
H), and request to schedule a date and time for the interview.
For this study, the interviewer served as an instrument because he asked the
interview questions to the interviewee. The researcher conducted the interviews over
Zoom asking questions using a detailed script to gain the responses from the individuals
based on their lived experiences as principals of Native American schools. The questions
and the answers to the items from the respondent were recorded with Zoom, and a
transcript of the conversation was provided to the researcher from the Zoom recording.
The researcher also scanned participant websites to identify artifacts that would support
their perceptions regarding Patterson’s (2003) seven servant leader constructs.
Patton (2015) stated semi-structured interviews allow the interviewer to maintain
balance during the interview process by using the flexibility to ask follow-up questions
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when necessary. There were a total of 14 items the thematic team developed, along with
a few follow-up questions if the researcher felt the need to ask more engaging questions.
All of the eight transcripts were coded for themes and analysis using NVivo, a web-based
software program. The data collected during the semi-structured interviews allowed the
researcher the ability to clearly gain insight from the principals’ of Native American
schools perceptions of servant leadership on establishing a culture of high performance.
Data Analysis
McMillan and Schumacher (2010) defined data analysis as “the systematic
process of coding, categorizing, and interpreting data to provide explanations of a single
phenomenon of interest” (p. 367). The process of outlining, organizing, and preparing
the data, which was later coded, is defined as data analysis by Creswell (2005).
Furthermore, the method used by the researcher to determine patterns, ideals, beliefs, and
influences of behavior (McMillan & Schumacher, 2010). Patton (2015) implied the
information collected during the research study is used by the researcher to gain valuable
insight used for the data analysis.
Data Coding
The data were coded based on frequency, patterns, and the characteristics of
themes that were common during the interview process (Creswell & Poth, 2018;
McMillan & Schumacher, 2010). Lombard, Snyder-Dutch, and Bracken (2002) stated,
“Inter-coder reliability is a widely used term for the extent to which independent coders
evaluate a characteristic of a message or artifact and reach the same conclusion” (p. 2).
Patton (2015) acknowledged “interrater reliability” may be acceptable when “everyone is
asked the same question in the same way; yet, what constitutes coherent passages for
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coding is more problematic and depends on the analyst’s interpretive framework” (p.
667). The researcher asked a thematic team member familiar with the study and
theoretical framework to serve as an independent intercoder to analyze and code data for
the purpose of comparing the results to the researcher’s coded data to establish more
consistency in the findings.
To analyze the data collected during the interview process, the researcher used a
qualitative data software NVivo to develop frequency tables to identify the teams that
immerged from the interview transcript. McMillan and Schumacher (2010) suggested to
use themes predetermined based on the topics or variables embedded in the interview
questions to get units or nodes.
1. The codes were scanned looking for a theme that explicitly supported the
theoretical framework used by Patterson’s seven constructs agape love,
humility, trust, altruism, vision, empowerment, and service.
2. The software NVivo was used to scan for frequency. When certain codes are
frequent, it is an indication the theme is strong and should be used to develop
a code.
3. The codes, themes, and frequencies of codes were used to analyze the data to
determine if the impact of servant leadership had an effect on establishing a
culture of high performance as perceived by principals of Native American
schools.
According to McMillan and Schumacher (2010), authentic narratives should be
considered as “one that may be read and lived vicariously by others. A narrative is
authentic when readers connect to the story by recognizing particulars, by visualizing the
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scenes, and by reconstructing them from remembered associations” (p. 337). Therefore,
the interview questions were asked in a manner where the researcher could develop
narratives from the interviewee’s answers to the questions.
Limitations
Roberts (2010) defined limitations as “particular features of your study that you
know may negatively affect the results or your ability to generalize” (p. 162).
Additionally, limitations usually are areas the researcher has no control (Roberts, 2010).
There are several limitations for this phenomenological study on the impact of servant
leadership on the development of establishing a culture of high performance from the
perspective of principals of Native American schools.
Researcher as Instrument of Study
The researcher currently works as the education director for an Indian Tribe and
has served in several administrative positions in local schools. Therefore, the bias of the
researcher could possibly affect the outcomes of the study. Additionally, the researcher
is African American and is considered to be a part of a racial group of people such as the
Native Americans who have been racially discriminated against and marginalized by
those of other races. Gay, Mills, and Airasian (2006) warned the personal feelings of the
researchers could result in bias and have an adverse effect on the study.
Time
According to Roberts (2010), the time in which the data were collected can affect
the number of participants and the availability of the participants to engage in the study.
For example, the months of September, December, and June may not be a great time to
interview people that work in school buildings or in education because of the busyness of
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their schedules during those months (Roberts, 2010). The interviews for this study were
conducted during September and October, which was a significant limitation to the
research and the availability of the respondents. Additionally, the COVID-19 pandemic
resulted in most schools in Washington State reopening in September in an online model.
Several building principals are very busy trying to develop an online curriculum and how
the school year will operate online. Hence, the time allocated for interviews caused a
strain on the study.
Sample Size
Creswell and Poth (2018) believed sample size is not only to study a few sites or
individuals, but to gain insight about each site and individual. With over 90,000 school
principals in the United States, it is impossible to interview all of those principals, and a
majority of them do not meet the sample frame for this study. Furthermore, there are
approximately 30 schools in Washington State with a student population of 40% or
higher of Native American students or a Native American school. The sample size for
this study is eight principals of Native American schools. The sample size is a limitation
regarding the ability to generalize findings to the greater population. Though, it is
important to consider the depth of the knowledge gathered from the interview process,
rather than sample size (McMillan & Schumacher 2010).
Geography
The focus of this study is on establishing a culture of high performance from the
perspective of Native American principals in Washington State. Since this study was
interviewing principals of Native American schools in Washington, the geographical
location of the study limited the number of participants to gain insight on establishing a
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culture of high performance. Also, with the COVID-19 virus continuing to spread, the
interviews were conducted over Zoom, and the interviewer did not have the ability to
observe the participants in a face-to-face conversation or observation.
Summary
The purpose of the phenomenological study focused on the impact of servant
leadership on establishing a culture of high performing from the perspective of principals
of Native American schools. This chapter outlined the central research question along
with the seven sub questions. The sample for this study was eight principals of Native
American schools in Washington State. Interviews were conducted over Zoom using the
interview questions designed by the eight members of the thematic team and the two
faculty members chairing the committee. Data were coded from the interviews using
NVivo to organize the themes and codes. Despite the limitations to the study, the
information was collected and analyzed.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
This research study was designed to explore and describe the lived experience of
principals of Native American schools and their perceptions on the impact of servant
leadership for establishing a culture of high performance. Chapter I concentrated on the
background of Native American education and the organization of the study. Chapter II
focused on the literature, bringing attention to various leadership styles and the
theoretical framework for this study, Patterson’s (2003) seven servant leadership
constructs. Chapter III outlined the research design and the methods used to develop the
study through the interview process. This chapter continues with the purpose statement’s
preview, central research question and sub questions, methodology, population, sample
frame, and sample. Furthermore, demographic data from the participants are displayed in
this chapter. Lastly, this chapter ends with the post interview data analysis and a
summary of the findings.
Purpose Statement
The purpose of this phenomenological study was to explore and describe
principals’ of elementary, middle, and high school of Native American students in
Washington State perceived impact of servant leadership constructs developed by
Patterson (2003) on establishing a culture of high performance.
Central Research Question
What is the impact of Patterson’s (2003) seven servant leadership constructs on
establishing a culture of high performance as perceived by principals’ of elementary,
middle, and high schools with a student population of 40% or higher of Native American
students in Washington State of high-performance schools?
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Sub Questions
1. What is the impact of the agapao love leadership construct on establishing a
culture of high performance?
2. What is the impact of the humility leadership construct on establishing a culture
of high performance?
3. What is the impact of the altruism leadership construct on establishing a culture of
high performance?
4. What is the impact of the vision leadership construct on establishing a culture of
high performance?
5. What is the impact of the trust leadership construct on establishing a culture of
high performance?
6. What is the impact of the empowerment leadership construct on establishing a
culture of high performance?
7. What is the impact of the service leadership construct on establishing a culture of
high performance?
Research Methodology and Data Collection Procedure
Phenomenological studies consist of the perception of the individual and their
lived experiences. Most qualitative studies also use the participant’s perception as vital
to the study’s outcomes (Patten, 2012). Phenomenological studies focus on “the
meaning, structure, and the essence of the lived experience of a phenomenon for a person
or group of people” (Patton, 2015, p. 98). Also, this methodology defines how people
experience a particular phenomenon. Patton (2015) posited the researcher has to conduct
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personal interviews with individuals who have direct experiences with the phenomenon;
lived experience, in contrast to what they have heard or saw in other professionals’ lives.
Furthermore, Patton (2015) continued when he cited the work of Adams and
Manen (2008), which defined lived experience as the experience an individual lives
through and acknowledges the experiences as a particular type of experience. The
thematic research team decided to use the phenomenological approach because it allows
the researchers to gain a variety of lived experiences from principals of Native American
schools. Interviews were conducted with the eight principals of Native American schools
using Zoom to record and transcribe the interview process, demonstrating how the seven
servant leadership constructs establish a culture of high performance in their school
buildings. The interviews were used as the primary sources of data collection for this
study. Additionally, other data sources, such as observations and artifacts, were used to
gain further insight from the study participants’ experiences.
Data Collection and Participants
For this qualitative phenomenological research study, semi-structured interviews
were conducted with eight principals of Native American schools to gather information
from their lived experience of serving as building principals of a school where the
majority of the student body are Native American students. The researcher ensured all of
Brandman University’s interview guidelines were kept to safeguard all participants’
confidentiality.
After receiving approval from the BUIRB (see Appendix E), the researcher
contacted the participants either by telephone or email asking them to participate in the
study (see Appendix F). With the participants’ agreement, an email was sent that
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included the interview questions, Brandman University Participants Bill of Rights (see
Appendix G), and Participants Informed Consent Form (see Appendix H). Due to the
COVID-19 pandemic, all of the interviews were conducted using the virtual Zoom
application. All of the interviews were between 30 to 45 minutes, and they were
recorded. After the interviews were transcribed, the transcripts were sent to each
participant to check for accuracy.
Triangulation of the data were collected with the use of observations and artifacts
along with the interviews. During the interviews, the researcher observed the body
language, facial expressions, and gestures. Additionally, artifacts were collected from the
various school’s websites and other social media platforms that showed evidence of high
performance in the Native American schools. Some of the items collected as artifacts
consisted of meeting agendas, newsletters, photos of school and community celebrations,
and school vision statements. All of the collected information was downloaded into
NVivo and used to identify connections and emergent themes.
Population
McMillan and Schumacher (2010) defined the population as “the total group to
which results can be generalized” (p. 129). Creswell (2005) explained a population is a
specific group of individuals who share certain characteristics and criteria that separates
them from another group that the researcher will be studying. Also, the group in which
the researcher is ultimately interested in researching is the population (Patten, 2012).
According to the BIE (2019), there are 313 Native American schools in the United States.
In an attempt to address the purpose statement and central question in this study, the
study population was the principals of the 313 Native American schools comprised of
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183 K-12 schools under the oversight of the BIE and 130 K -12 schools that are tribally
controlled (BIE, 2019).
Sampling Frame
McMillan and Schumacher (2010) stated a sampling frame is a group of
individuals that can be used because they meet the study’s criteria. Creswell (2005)
referred to the sampling frame as the target population and stated it is “a group of
individuals or a group of organizations with some common defining characteristics that
the researcher can identify and study” (p. 142). This study’s sampling frame was
narrowed down to 32 principals of Native American schools in Washington State with a
student population of 40% or higher Native American (OSPI, 2019). This sampling
frame of 32 principals included eight BIA schools consisting of State tribally compacted
Native American schools and 24 non-BIA schools with a student population of 40% or
higher of Native American students (OSPI, 2019).
Sample
Patton (2015) described the sample as a target population that could be a
representation of the whole population. In phenomenological research studies, the
researcher typically uses purposive sampling because the individuals chosen met specific
criteria for the study (Merriam, 2009). McMillian and Schumacher (2010) stated
purposeful sampling is when the researcher chose particular individuals from the total
population to represent the specific topic of interest. Also, in purposeful sampling, the
researcher chooses specific individuals because of their experience with the phenomenon
that is being studied. This study’s sample consisted of eight principals of Native
American schools in Washington State purposively selected from schools with a student
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population of 40% or higher of Native American students identified as leading a highperforming K-12 district. For the purpose of this study, high achievement is defined by
the Washington State School Recognition Board for schools who have demonstrated
being exemplary in either closing gaps, growth, or achievement.
Sample Criteria
For this study, the thematic team developed the following criteria to determine
who would be eligible to participate in the study. The researcher used purposeful
sampling to choose principals of Native American schools who represented five of the
seven following criteria:


The principal was employed as a principal in a public school within the State of
Washington, with a minimum of 30 staff members.



Evidence of leading school with a culture of high student performance.



The principal participant has a minimum of 2 or 3 years of experience at their
current site with a population of 40% or higher Native American students.



A minimum of 5 years’ experience in the K-12 profession.



Membership in professional associations in their field, such as WSPA.



Articles, paper, or materials written, published, or presented at conferences or
association meetings.



The principal was willing to be a participant and agreed to the informed consent
form.

Sample Demographics
This qualitative phenomenological research study used interviews completed via
Zoom with eight principals of public schools with students in elementary, middle, and
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high school levels. Each of the 32 principals of Native American schools in Washington
State received an email, and some also received a phone call requesting their participation
in this study. During the initial phone call, the potential participants were asked
clarifying questions to determine if they met five of the seven criteria to become a part of
the study. Table 1 shows the criteria met by each of the eight participants in this study.
Table 1
High Performing Criteria, Principal of Native American School
Participant
Principal was employed as a principal in a public school
within the State of Washington with a minimum of 30 staff
members.

1
x

2
x

3

4

Evidence of leading school with a culture of high student
performance.

x

x

x

x

Principal participant has a minimum of 2 or 3 years of
experience at their current site.

x

x

x

A minimum of 5 years’ experience in the K-12 profession.

x

x

Membership in professional associations in their field, such
as Washington Schools Principal Associations (WSPA).

x

x

6
x

7
x

8
x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

x

Articles, paper, or materials written, published, or presented
at conferences or association meetings.
Principal was willing to be a participant and agreed to the
informed consent form.

x

x

x

5

Study Participants
Eight principals of Native American schools from the elementary, middle, and
high school levels agreed to participate in the study. Demographic data were collected
and documented without identifying any individual, tribe, or school district. Therefore,
each participant was assigned a number 1-8, their age, gender, and the number of years at
their current school site. Table 1 identified the participants and their qualifications for
meeting the six criteria designed by the thematic team. All eight of the participants met
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or exceeded the criteria level of five to participate in the study. Five of the eight
participants were male and three were female (see Table 2).
Table 2
Demographic Information of Participants
Participants
8

Gender
5 Males
3 Females

Age in years
No.
2
1
5

Age
40 - 45
45 - 50
50 - 60

Years at the current site
No.
Years
5
1 -5
2
5-9
1
10 - 15

Data Analysis
The interviews, observations, and artifacts were used to collect the data that
helped the researcher gain the perspective of the principals of Native American schools.
These findings described and explored the principals’ of Native American schools
perceived impact on servant leadership constructs (i.e., apapao love, altruism, trust,
humility, vision, empowerment, and service) created by Patterson (2003) for establishing
a culture of high performance.
The eight interviews were recorded using a digital transcription service, then
reviewed for accuracy by the researcher and the interview participants. After which, the
transcripts were downloaded into NVivo, a qualitative software coding application. The
NVivo software was used to assist the researcher in recognizing and identifying emerging
themes and sources from which the themes were collected. The number of times
individual themes were referenced throughout the interviews was coded as themes.
Additionally, each theme was coded for the number of times a participant referenced it in
terms of percentage representation of the data.
Validity

81

The qualitative phenomenological research study was conducted in a thematic
team of eight doctoral candidates led by two expert members of Brandman University
faculty. For the purpose of the study, the research design used multiple elements to
ensure validity. For example, multiple researchers were used to develop the purpose
statement, research design, and interview questions and protocol. The expert faculty
members were present throughout the process to give guidance and support. Along with
the expert faculty members’ direction, the thematic team developed the definitions for the
constructs, the definition of high performance, and the criteria for selecting interview
participants.
Data by Research Questions
What is the impact of Patterson’s (2003) seven servant leadership constructs (i.e.,
agapao love, altruism, empowerment, humility, service, trust, and vision) for establishing
a culture of high performance as perceived by principals of Native American schools?
Sub Questions
1. What is the impact of the agapao love leadership construct on establishing a
culture of high performance?
2. What is the impact of the humility leadership construct on establishing a culture
of high performance?
3. What is the impact of the altruism leadership construct on establishing a culture of
high performance?
4. What is the impact of the vision leadership construct on establishing a culture of
high performance?
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5. What is the impact of the trust leadership construct on establishing a culture of
high performance?
6. What is the impact of the empowerment leadership construct on establishing a
culture of high performance?
7. What is the impact of the service leadership construct on establishing a culture of
high performance?
When a researcher uses phenomenology as a research study method, the attempt
is to gain an understanding of the lived experiences of the subjects (McMillan &
Schumacher, 2010; Patten, 2012). This study examined the lived experience of principals
of Native American schools or schools with a 40% or higher student population of Native
American students enrolled. The seven constructs of servant leadership developed by
Patterson (2003) are agapao love, humility, altruism, vision, trust, empowerment, and
service. The number of times individual themes were referenced throughout the
interviews was coded as themes. Trust and vision each had three themes that were coded,
while apapao love, humility, altruism, and empowerment all had two themes. Service
only had one emergent theme.
The coding process resulted in a total of 15 themes and 247 frequencies from all
of the data sources. Furthermore, the frequency count was collected from the interviews,
observations, and artifacts. The following sections analyze the qualitative interview data
to answer the central research question, which focuses on principals of Native American
schools perception of the seven constructs of servant leadership by Patterson (2003) to
establish a culture of high performance.
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Rationale
For a theme to be included in the study, they needed to reference by a minimum
of four (50%) of the total participants. Additionally, a theme needed to represent a
minimum of 10% of all data coded within a construct. These criteria resulted in a total
number of 15 themes qualifying to be included in the study results. Figures 2 and 3 offer
an aggregated visual representation of the distribution of themes and frequencies. There
are a total of 15 themes that resulted from interviews, observations, and artifacts; and 247
frequencies developed from the seven constructs of agapao love, humility, altruism,
vision, trust, empowerment, and service. The interviews produced the highest number of
frequencies at 240; artifacts had 7 frequencies. Due to the COVID-19 restrictions, there
was not observations conducted at the school sites, nor perceived from the interviews.

Themes From Each Construct
3.5
3
2.5
2
1.5
1
0.5
0
Agapao Love

Humility

Altruism

Vision

Figure 2. Number of themes from each construct.
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Trust

Empowerment

Service

Service
36
15%

Agapao Love
25
10%

Humility
16
6%

Agapao Love
Humility

Empowerment
56
23%

Altruism
36
14%

Altruism
Vision
Trust
Empowerment

Vision
34
14%

Trust
44
18%

Service

Figure 3. Number of frequencies from each construct.
There were a total of 247 frequency counts from the seven constructs.
Empowerment had the highest frequency with two themes and 56 frequencies, which was
23% of the data collected. The second highest frequency was trust, which had three
themes, a total of 18% of the data collected. Service and altruism had the same frequency
count of 36. However, service had 15% of the data and Altruism had 14% of the data
collected. Vision had three themes and a frequency count of 34, which was 14% of the
data. Furthermore, agapao love had two themes and a frequency count of 25, which was
10% of the data collected. Lastly, humility had the lowest frequency count of 6% with 2
themes.
Agapao Love
According to Patterson (2003), agapao love:
is consistent with servant leadership to the extent that the leaders, or servant
leaders, must have such great love for the followers that they are willing to learn
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the gifts and talents of each one of the followers. The leader that leads with
agapao love has a focus on the employee first, then on the talents of the employee,
and lastly on how this benefits the organization. (p. 11)
The findings demonstrated principals of Native American schools displayed agapao love
during the COVID-19 pandemic, which all schools were facing during the spring of the
2019-2020 school year. Out of the eight participants, two themes received a total of 25
frequency count. The theme of In The Best Interest of Students was cited by four of the
eight participants. Actions Speak Louder Than Words was cited by five of the eight
participants (see Figure 4). Table 3 displays the number of respondents who referred to
the theme during their interview and the reference’s total frequency, which included
observations and artifact sources.

Agapao Love
16
14
12
10
8
6
4
2
0
Best interest for the students

Actions speaks louder than words

Figure 4. Agapao love themes and frequencies.
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Table 3
Agapao Love Themes

Theme

Number of
respondents

% based on
n

Interview
sources

Observation
sources

Artifact
sources

Frequency
of reference

Best Interest
for the students

4

50

8

0

0

8

Actions speaks
louder than
words

5

62.5

15

0

2

17

Note. n = 8.

Best Interest of Students. Four of the eight principals (50%) identified the belief
agapao love is best displayed in their school when the leader does what is in the best
interest of the students. When the COVID-19 pandemic forced schools all across the
United States to close their doors, the principals had to make some tough decisions but
had to keep in mind they were required to do what was in the students’ best interest. One
of the participants who served at his current school for 8 years, and started as a basketball
coach and now is the school principal stated:
I took my cues from the principal that hired me. She definitely did things for the
students and their best interest as opposed to just worrying about test scores. She
was always looking to like, before she left what’s good for kids. We went from
traditional education to what is it is. Wow. Project-based learning, and she could
have just stayed status quo. But she knew her children were hands-on learners
and felt that it was better for them to try to learn in this manner, as opposed to the
traditional ways. I mean, things weren’t that bad, but I mean, she was always
looking to make them better. I operate the same way as our original principal; I
took my cues from her. I mean, I’m always putting my students first because you
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got to get them to trust you. First of all, once you get them to trust you and let
them know that you care about them and you willing to do things for them, not
because you’re getting any benefit out of it, other than the joyous and they
succeed.
Often leaders learn strategies and techniques from other leaders they have worked
under. Another participant believed principals regularly have to do work that might not
be a part of their job descriptions but is in the best interest of the students. With that
being said, one of the participants stated:
Okay, the first one would be doing something for a student or staff that’s not even
in your job description is not, it’s not going to show up in any tally sheet when
you get evaluated. It is when you’re doing something for a student, just because.
I was dealing with a student, and usually, you know, you get those kids who got a
wild streak and sometimes don’t always agree with teachers. When they are 17 or
18, they have already formed their own opinions about life, and you know you sit
in the classroom, and they might be raising themselves. So, when you come up
against an opinion that you might not agree with, they don’t get, you know,
mouthy and sometimes as, you know, for me, they showed in the form of
disrespect. When they come to my office, I got to kind of talk them off the ledge
and, you know, usually with this one student, in particular, I was able to do that.
Agapao love is unconditional love that gives leaders the ability to lead from a
place of unselfishness and doing what the leader believes is in the best interest of the
students and staff (Patterson, 2003). Van Dierendock and Patterson (2012) revealed the
greet term for agapao love means moral love, to do the right thing at the right time and
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for the right reason. They continued with “this type of love applies to today’s leaders; in
that, leaders must consider the needs of their followers” (Van Dierendock & Patterson,
2012, p. 3).
Actions Speaks Louder Than Words. The phrase actions speak louder than
words is a common phrase used in so many settings and situations. When the COVID-19
virus hit the United States overnight, the ways we have been doing education in the
country for 100 plus years changed. On a Friday in March 2020, several states governors
told school districts they would have to close their school doors for a few weeks, and the
school principals had no idea the students would not be coming back into their buildings
that year. During the interview, a participant stated it best about actions speaking louder
than words:
Agapao love should be demonstrated by showing genuine love and support for
everyone in the school building. The principal is leading the school by example.
The principal should be seen at the front of the line. During this COVID-19, I
have been out front, showing my staff that I am committed to ensuring that all of
our students have access to Chromebooks and internet services. I was in the
parking lot passing out laptops, talking to parents, and making sure that they had
everything they needed. Some of my teachers were a little nervous about seeing
the students and their families face to face, but I encouraged them to wear their
PPE covering and stay 6 feet away from everyone. This is a very difficult time,
but we are all working together to make sure that everyone is safe, and all of the
students will achieve academic excellence.
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Leaders led by example and their actions spoke louder than the words they were
expressing. Van Dierendock and Patterson (2012) posited leaders who lead with love
focus on their employees first, then on talents of those individuals, and lastly on what
they can do for the organization. With 62.5% of the participants in this study stating
actions speak louder than words, the principals are out front leading the way for their
followers.
Humility
According to Patterson (2003), humility is the ability of the servant leader to
realize they do not have all the answers. She continued to say an excellent gift for the
servant leader is when they are able to give themselves to their followers. Throughout
the interview, several principals stated they put the needs of their students, staff, and
families before their individual needs on many occasions. As shown in Table 4, 4 of 8
participants in this study identified they put the staff and other’s needs come first.
Additionally, 4 of 8 participants quoted in some fashion that doing things outside of their
comfort zone is how they demonstrate humility in their school, and it helped to cultivate a
culture of high performance in these Native American schools. Table 4 and Figure 5
represent the themes and frequencies of the themes that emerged from the interview
transcripts’ analysis.
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Table 4
Humility Themes

Theme
Staff and
others needs
come first

Doing things
outside of
comfort zone

Number of
respondents

% based
on n

Interview
sources

Observation
sources

Artifact
sources

Frequency
of
reference

4

50

9

0

0

9

4

50

7

0

0

7

Note. n = 8.

Humility
10
8
6
4
2
0
Staff and others needs come first

Doing things outside of comfort zone

Figure 5. Humility themes and frequencies.
Two themes rose to the top over all the other themes under humility. Staff’s and
Others’ Needs Come First was cited by 50% of the participants. Furthermore, the
participants felt when they put their staff’s and others’ needs in their building first, it had
an effect on establishing a culture of high performance. Also, the frequency count for
staff’s and others’ needs come first was referenced nine times.
Under humility, the two emergent themes were staff’s and others’ needs come
first and doing things outside of your comfort zone. Both themes combined had a total
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of 16 frequency counts, which came directly from the interviews. No observations or
artifacts were collected to show evidence for humility.
Staff’s and Others’ Needs Come First. One of the principals expressed a time
during the COVID-19 pandemic he used humility to put the needs of his staff and others
first. He said:
Okay, let’s say last March when we shut the school down because of COVID, in
order to keep the school running, I had to be here with a skeleton crew to keep
things going. Because we still had to give meals out to the community. Because
I mean, when you shut the school down in our community as, as you know,
working in native communities, that’s two meals that those kids aren’t getting.
COVID or not, I was here, and that first from March 13th to March 31st, I put in
over 257 hours until we got a good flow that will carry us the rest of the way.
April, May, and to the end of the school year. But that first 2 weeks was kind of
crucial of having building closed, but still being here.
Several principals referred to their ability to demonstrate humility and how it
helped to establish a culture of high performance in Native American schools during the
COVID-19 pandemic and the closing of their schools. Another participant stated he
demonstrated humility by putting the needs of others before himself. He stated:
When you have a staff member that is chronically not here, chronically not
calling in, and there are some underlying health and family issues. In the
humility piece of it is working with that person. I gently defending them to their
peers. Right. I mean, I have both been in situations where it’s like just holding
them accountable makes them do their job, and how do you share that there’s
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underlying, and you are doing your job by supporting them and making sure you
want them back healthy.
Doing Things Outside of Your Comfort Zone. Four out of the 8 participants
stated to establish a culture of high performance in Native American schools, doing
things outside of their comfort zone was necessary. Moreover, the frequency count for
doing things outside of your comfort zone appeared seven times throughout the eight
interviews. One of the participants talked about an event at her school, where she was
asked by some of the students to join in on the traditional dance, and she was very
uncomfortable. That participant said:
I think, ah, well there was last year when COVID was nothing we were able to
host a drumming club event at our school and in the drumming club. There were
also dancers, and I was invited to participate in the dance. That was really out of
my comfort, just because I didn’t know what would be appropriate and what
would be viewed as okay to do as an outsider. And I kind of, you know, sucked it
up and did it. And I know that after that particular moment, there were other
dancers that invited me into the drum ring, and we were dancing, and I think I’ve
created some positive relationships. Even though I’m sure I looked ridiculous
because I didn’t know what I was doing, and they were glad that I was, you
know, able to do that.
Another participant spoke about having to be at the school early in the morning
to make sure a survey would go to the special education students’ homes when the
school bus drivers delivered food to the homes of the students. That participant believed
he needed to be in the building to support his staff even though it was very early in the
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morning and outside of his comfort zone, but it helped to establish a culture of high
performance when the principal did things outside of their comfort zone. This
participant shared:
I came in 2 hours early yesterday morning because I just didn’t want to send the
parent survey out. I wanted to talk to the drivers. Because parents if they don’t
understand something. They’re not going to think it’s important and so I want to
present to the drivers because they’re my direct line of communication to
families. Now, because they go out every day and talk to the parents when they
drop the food off. I wanted them to be able to explain how important the survey
is. It’s compliant or noncompliant for our special education department.
Altruism
Altruism is demonstrating unselfish concern for another’s welfare, even with a
risk or sacrifice against one’s personal self-interest. It involves deriving personal
pleasure from helping and seeking what is best for others, often with an attitude of
humility, modesty, and selflessness (DeYoung, 2000; Kaplan, 2000; Monroe, 1994;
Patterson, 2003). Furthermore, DeYoung (2000) declared altruism an unselfish concern a
leader has for others, which may involve personal sacrifice by helping others succeed.
Findings from principals’ interviews determined principals who use the altruistic
leadership style help to establish a culture of high performance.
Table 5 and Figure 6 represent the themes and frequencies that emerged from the
NVivo analysis of the data collected. Two common themes surfaced from the construct
altruism and how principals use altruism to establish a culture of high performance in
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Native American schools. Table 5 displays the number of respondents out of eight
participants and the interview sources, observations, and artifact sources.
Table 5
Altruism Themes

Theme
Lead with
selfless
attitude
Belief that
every student
can succeed

Number of
respondents

% based
on n

Interview
sources

Observation
sources

Artifact
sources

Frequency
of reference

6

62.5

15

0

0

15

4

50

20

0

1

21

Note. n = 8.

Altruism
25
20
15
10
5
0
Lead with selfless attitude

Belief that every student can succeed

Figure 6. Altruism themes and frequencies.
Two themes stood out under altruism. Lead with selfless attitude was cited by 6
out of the 8 participants: 62.5% of the responses. Also, the belief that every student can
succeed was the second theme under altruism, and it was referred by 4 of the 8
participants. Between the two themes, there is a total of 36 frequency counts. Out of the
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36 frequency counts, one of the frequency counts came from an artifact, while the other
counts were from the interviews.
Lead with Selfless Attitude. Six principals of Native American schools stated to
demonstrate altruism in their school, the principal has to lead with a selfless attitude.
Several of the interviewed principals acknowledged the building principal has to lead
with an attitude of doing whatever is necessary to ensure the staff’s, students’, and
family’s needs and concerns are addressed. One of the principals declared:
Altruism sounds like selfless service. You serve the community; you serve the
children. You serve the school, and you’re not expecting anything in return.
You want to give everything you have. In your spirit to help the child, to help the
staff, to help the school on a successful path, but you’re not doing it to make
yourself famous or make yourself highlighted or build up your ego. Because
that’s not why you’re here. You’re here because you love students, and you love
families. And you love the teachers and staff, and it is because it’s in your heart.
Furthermore, during the COVID-19 virus outbreak, most schools had to provide
meals and academic supplies to the students. While many schools had never experienced
transporting or dispersing such a large quantity of educational supplies such as laptops
and classwork packages, the building principal had to lead the way. Therefore, one
principal proclaimed, when asked if altruism had an impact on establishing a culture of
high performance in Native American schools:
I would have to say. The way that I lead this building is definitely. I definitely
do it in a selfless manner. When there are problems, a lot of times I will
investigate the situation, and when I met when I was what I say mean by that is if
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there is a problem that needs to be solved, instead of just, hey, you guys need to
do A, B and C. We were right now we’re on a distance learning format. We still
have to deliver food and not just food, but we do curriculum as well. And there
was a problem with not being able to get all the food out in a timely manner with
one person on the bus. So instead of just like I said, just telling them how you
need to do this. I actually went on the bus run. After that trip, it was evident that
when you send out food. You got to have a bus driver and two people. So
instead of just like, oh, just go-ahead ones enough. I really took time to put
myself out there and really investigated that problem, and then I came up with
that solution. And the reason why I mentioned that is like, I mean, I do that from
time to time.
Belief That Every Student Can Succeed. Four out of the 8 principals (50%) of
the total participants interviewed, acknowledged during the interview process they
believed the leader could impact the culture of high performance when they believe that
every student can succeed. One of the participants talked about how she had to change
her perception of high performance, and she felt doing things differently can ensure every
student succeeds. During the interview, that participant replied:
I think the performance of kids in school, and again when I first got here, I
perceived that differently. I really did look at it because the State said here’s
where your kids are, and this is why they’re low performing and all of that kind of
stuff. But I think the impact is when I look at high performance. I have to
redefine high performance.
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Several Native American schools in Washington State are considered to be low
performing, and their principals have to develop strategies and new approaches on how to
encourage the students to learn. Another principal went on to say:
Like right now, when we’re having a hard time engaging with kids, we’re trying
to find ways of seeing what they’re doing. In their community, that would count
for learning. Right. So, for me, one of the biggest impacts is more around
changing our perception on what we believe to be high performance and looking
at what kids and families are doing, which is some really great stuff, and
determining how we can capture that in a learning moment a standard or
whatever.
One principal talked about providing love and support to students as a way to
show every student can succeed, and the leader has to demonstrate to the students they
can be successful. Likewise, the impact altruism has on the belief that every student can
succeed is when the schools show the students they care about them. The students are
allowed to strive as individuals, and then the school can achieve a culture of high
performance. A principal participant referred to their belief that every student can
succeed:
I think it sends the message to kids that you know, they’re worth the work and
that we as a school, family care about them as individual kids and want what’s
best for them and are willing to, you know, go to a lot of effort to see that their
needs are met. That they’re safe, that they feel loved, you know, communicate
that they’re loved.
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While searching the online website of one of the principals who participated in
the study, the researcher reviewed the school’s vision statement. During the interview
process, the principal referred to the statement. Since this high school is located on a
Native American reservation, the school has adopted a vision statement, preparing our
students to walk successfully in “Two Worlds.” Within Native American communities,
Native American students have several opportunities to be successful and earn a great
career. However, many students will move outside of the reservation, and they have to
be able to operate in what is known as a White man’s world. Therefore, the school is
endeavoring to ensure all of the students can function successfully in the Native
American community and the outside world.
Moreover, it can be concluded from the perspective of principals of Native
American schools, altruism has an impact on high performance when the pricipal leads
with a selfless attitude. Additionally, the belief every student can succeed has an impact
on establishing a culture of high performance in Native American schools.
Vision
The definition for vision is a bridge from the present to the future created by a
collaborative mindset, adding meaning to the organization, sustaining higher levels of
motivation, and withstanding challenge (Kouzes & Posner, 2006; Landsberg, 2003;
Méndez-Morse, 1992; Nanus, 1992). Patterson (2003) stated:
when the focus is on the individual member of the organization; however, as is
the case with servant leadership, the servant leader’s focus is on the individual.
Thus, the vision aspect becomes something different. In servant leadership
theory, vision refers to the idea that the leader looks forward and sees the person
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as a viable and worthy person, believes in the future state for each individual, and
seeks to assist each one in reaching that state. (p. 25)
Findings from the principals of Native American schools interviews concluded vision
establishes a culture of high performance when the school is continuously moving in the
same direction, building individual things, and a belief that all students succeed—college
and career ready.
Table 6 and Figure 7 represent the themes and frequencies developed from an
NVivo analysis from the interviews. Three emergent themes were identified from the
construct of vision. Four out of the 8 participants (50%), recognized vision is prioritized
when the school moves in the same direction. The frequency count for how many times
moving in the same direction was referenced was nine times. Building individual
thinkers and problem solvers were also referred to by 5 of the 8 or 62.5% of the interview
participants. Finally, all students succeed—college and career ready were referenced by
6 of the 8 participants (75%) of the interviewees.
Table 6
Vision Themes

Number of
respondents

% based
on n

Interview
sources

Observation
sources

Artifact
sources

Frequency
of
reference

Moving in the
same direction

4

50

9

0

0

9

Individual
thinkers and
problem
solvers

5

62.5

13

0

0

13

All students
succeed,
college and
career ready

6

75

12

0

0

12

Theme

Note. n = 8.
100

Vision
14
12
10
8
6
4
2
0
Moving in the same direction

Individual thinkers and
problem solvers

All students succeed, college
and career ready

Figure 7. Vision themes and frequencies.
From the three themes that emerged from the vision data collected, there is a total
of 33 frequency counts. Moving in the same direction received 27% of the total
frequency counts. Individual thinkers and problem solvers received 39% of the
frequency counts, and all students succeed—college and career ready were 36% of the
total count. The findings identified the construct of vision has an impact on establishing
a culture of high performance from the perspective of principals of Native American
schools.
Moving in the Same Direction. Four out of the 8 principals interviewed
referenced vision as essential to everyone moving in the same direction. There is a total
of 9 references, 27% for moving in the same direction. One of the participants stated:
We have a vision statement that I often state during staff meetings to remind my
staff what we are trying to accomplish. I believe when there is a vision, the
people will know where they are going and have some kind of an idea on how to
get there. I have worked in lots of school buildings, where they had a vision
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statement, but the teachers did not know anything about it, and each teacher and
administration had their own vision for how they believed this school should be
headed. Vision is so important to help the school become high performing.
When Washington State’s educational system labels schools as failing schools,
the staff in that school often takes on an attitude of defeat, and recovery is a long process.
One of the principals talked about her experience as a new principal in a Native
American elementary school labeled a failing school. She expressed when she got there,
the teachers were depleted and did not have hope; therefore, the idea of a shared vision
was necessary to establish a culture of high performance. The principal said:
I think, especially in a staff that feels depleted and maybe underappreciated,
having that shared vision gives them hope. It gives them something to look
forward to. That they believe they can achieve and kind of get their eyes out of
the forest. I should say it allows them to see the forest for the trees.
Individual Thinkers and Problem Solvers. Five out of 8 or 62.5% of the
participants interviewed acknowledged the building leader should encourage their
teachers and other staff members to become individual thinkers and problem solvers.
Additionally, this theme was referenced 13 times during the interview process with the
principals of Native American schools. For example, one participant noted:
Well, I see people because of the way I am. I see people willing to put
themselves out there and problem solve; people just want to have all the
problems worked out for them, but when they see the type of leader I am, people
are willing to put themselves out there. They often say, you know what, this
happened. This is what I did to try to fix the problem. And now this is what’s
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going on in the room; you can go check on them. If you want, but I think I got it
handled. So, I just think that my type of leadership inspires people to be
independent thinkers and be able to problem solve.
Principals of Native American schools located on Native American reservations
often include some of the departments from within the community to help the teachers
develop their ability to become individual thinkers and problem solvers. Native
American tribes have governmental systems that give educators the ability to be creative
and innovative. During the interview, one participant expressed:
So, we purposefully create times and opportunities for school district personnel
to interact with and engage with tribal departments. So, our language and culture
teachers partnered with the tribal language department, and they bring in
traditional speakers to teach the language to our students. For example, most
Native American tribal traditional language is no longer spoken by a majority of
the members. Therefore, we brought that into the school, and our teachers were
able to be creative and inspire the students to continue to learn their historical
language. And so, a school is a great place for that, and we now have Salish in
our school.
Furthermore, another principal expressed teachers would become individual
thinkers and problem solvers when they all work together. For instance, the participant
indicated:
The teachers and other staff members will all be working together to achieve the
vision of the school. I am not sure, but I would like to believe that when vision is
prioritized in our school, we will see teachers going over and above the call of
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duty to ensure that every student in their classes is successful. Teachers will stay
late, come in early, call parents, and begin to work together for the academic
success of that child.
All Students Succeed—College and Career Ready. Six out of the 8, 75%, of
the principal participants expressed that vision helps to establish a culture of high
performance in Native American schools when all students succeed and are college and
career ready. All students succeed—college and career ready were referred to 12 times
36% by the six participants. One school principal talked about the school’s vision
statement is for their students to be successful in both worlds. Historically, Native
American students do not graduate from high school and go off to college (BIA, 2020).
Therefore, this school has made it their vision and purpose to equip the students with the
tools to be successful in the Native American community and society. The principal
went on to say:
I think in this school. We are just establishing that it’s, it’s all about. Okay, so
our vision is help. How can we help our kids be successful in both worlds? I
think we’ve got a great vision for that; we’ve got five areas pathways now CTE
classes where we’re connecting to the tribe. So, it’s like, okay, you can go into
fisheries, you can go into what is whole science world. You can go into the
health and medicine world. You can go into the catering food industry or the
casino type of business. You can go into the technology side of the world or
audiovisual. The marketing industry. Several of our students are starting to ask
themselves which of the five pathways do I want to go into? Where am I going
to land, that’s the vision, like so. We want them to be successful, but we also
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don’t want to step over their tribal community. We encourage them to be
successful as a member of their tribal community. That’s means to be successful
as a person that has learned and is respecting their culture, elders and having
community values at the same time as they are competing in the real world.
So that’s a trick. I mean, it’s really hard, we want success for our kids in two
worlds, and it’s not an easy task, but that is our vision.
The impact of historical trauma and current issues facing students of color, make
it hard for schools to inspire Native American students to be successful in both worlds.
Another principal expressed her concerns about Native American students’ inability to be
successful based on the results of standardized test scores. Therefore, she believed
students can be successful in other areas, and she practices those ideas in her school,
which contributes to establishing a culture of high performance for Native American
students. That principal participant revealed:
It sounds like I am almost like this broken record. But again, it is the vision that
everybody that comes here is successful, regardless of what their background is,
and maintaining not only the academic but the cultural piece of that right. How
important that is for never forgetting who you are, where you come from, that
also that you’re going to walk out of here, even if it’s by kicking and screaming
until you decide you can do with it, with a high academic success rate that you
can do anything you want, you know, vision of the school. I mean, our team
vision is we want years in a row 100% graduation rate. We want to be the school
where students are on the waiting list that is so long that the tribe has to increase
capacity because we’re such a great place to be, that not only do natives want to
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come here. And again, that is our vision. But it’s that mindset. It is that growth
mindset that you can do it. We can do it not giving up culture, not giving up who
you are, but you know, it is working with your teachers.
It can be concluded from the perspective of principals of Native American
schools, the construct of vision helps to establish a culture of high performance for
Native American students. Also, the construct of vision displayed a total of 33
frequency counts from 6 of the 8 participants.
Trust
Trust is the level of confidence one individual has in another’s competence and
their willingness to act in a fair, ethical, and predictable manner. Trust is essential to
organizational culture; the leader and followers value integrity and care for others (Joseph
& Winston, 2005; Patterson, 2003). According to Chan and Mak (2014), a servant leader
has the ability to motivate their followers to plan for future opportunities, which will
build trust with the followers. Furthermore, when followers believe they are receiving
benefits from the leader, they are encouraged to trust their leader. Patterson (2003)
explained trust is a building block for servant leaders; it is an element that causes the
leader to believe in others, which promotes healthy relationships within the organization.
Table 7 and Figure 8 represent the themes and frequencies that emerged from the
data collected from the NVivo data analysis. The following table outlines the themes that
surfaced from principals of Native American schools on establishing the construct of
trust, the percentage of respondents for each theme, and the frequency count of responses
from the interviews, observations, and artifacts in Table 7. This table displays the themes
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identified from principals of Native American schools and their impact on establishing a
culture of high performance from the construct of trust.
Table 7
Trust Themes
Number of
respondents

% based
on n

Interview
sources

Observation
sources

Artifact
sources

Frequency
of reference

Making
purposeful
decisions

5

62.5

19

0

0

19

Supporting
staff

4

50

9

0

0

9

Never giving
up

5

62.5

16

0

0

16

Theme

Note. n = 8.
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Figure 8. Trust themes and frequencies.
Three themes emerged from the construct of trust during the interview of the
principal participants. These themes were referred to 44 times by the principals of Native
American schools and their impact on establishing a culture of high performance. All of
the themes recorded a frequency at 50% or higher from the total number of interview
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participants. The construct of trust is necessary for establishing a culture of high
performance in Native American schools.
Making Purposeful Decisions. Five out of the 8 participants, 50%, mentioned
making purposeful decisions as a component of trust that helps to establish a culture of
high performance in Native American schools. Additionally, making purposeful
decisions has a total of 19 frequency counts from the interviews. Many studies have been
conducted on trust and the impact it has on organizations. Franta (2000) expressed trust
as an imperative component in organizations that helps to establish integrity and genuine
concerns for others.
One principal participant expressed to build trust in her school, she demonstrated
her vulnerability to her staff by making purposeful decisions to establish a culture of high
performance. The participant shared:
I would say that yeah. Trust is very important to be able to have a school
function; kids and adults alike need to be able to trust you as their school leader.
It’s hard to when you’re coming in as a newbie to build that trust. But just like
anything, it’s super easy to lose it. If you aren’t transparent, that is a key to
maintaining it. Transparency and vital, maintaining and developing it. Like if
you are transparent about your decisions. I always remind myself and my
students what is best for the students. Even like if I’m thinking about it. I say,
Okay, how is this going to benefit kids or is this decision, or is this question, or is
this, whatever it is, is this going to benefit kids. And the answer is yes. Yeah,
let’s do it. Let us see how we make it happen. So, I think that at least with my
staff, if they asked me a question, I kind of put it back on them. I say, how is this
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going to help kids. And sometimes they will say, well, we should probably not
do that then. It is a two-way process, and like I could be wrong sometimes
because no human is perfect. And I also say that. Like if I am wrong, it’s cool. I
am not going to get offended. Like, let us talk about it. Let’s figure it out. So
that is another trust. And being willing to be vulnerable that even as a school
leader because I really don’t. I really don’t know what the heck I’m doing
sometimes.
Another principal participant recalled during the COVID-19 pandemic leave,
some of the teachers were a little concerned about the decisions he was making when he
put specific individuals in-charge of their committee. The principal expressed his choices
are purposeful and necessary for the school’s good and their students. During the
interview, the principal offered:
We had this group of people that were in a new position due to the COVID, and
we are not in school face-to-face. So, I put them in this group of women and
men, and it’s like the women feel they do more than the men. What I told them
was like, hey, you know what. First of all, put them in the group, and I put one
person in charge. And they’re like, why are you putting that person in charge of
the group. So, you know, I am like look when I explained it to them. I said, hey,
when decisions are made by me. It is not just something that I take lightly. I put
deep thought into the decisions that I make. I said, but if I had to stop and go ask
everybody what they thought about this decision that I’m getting ready to make,
then you know I wouldn’t ever be able to get things done. So, you guys as a
group got to realize that I take pride in my work, and I had taken a real careful
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consideration and decisions that I made. So, knowing that going forward. When
you come across a decision that you don’t like, you got to, you know, have that
trust in me. That he has thought about it and we can trust him, so I’m not going
to like squawk about this decision, and then I took it one step forward and said, I
said when you have you know a discrepancy with your colleagues. You need to
not all of a sudden think they you can do everybody else’s job in the building
better than they can; you got to trust that they have had enough training.
Supporting Staff. Four out of the 8 principal participants, 50%, referred to
supporting staff as a tool that impacts the culture of high performance in Native
American schools. Also, supporting staff has a total of nine frequency counts. During
the COVID-19 pandemic, many principals of schools all across the United States had to
show their staff they supported them, and they were willing to put themselves at risk of
contracting the deadly virus to ensure the students’ and staff’s needs were addressed.
While interviewing one of the principal participants, he replied:
After we closed the school’s doors in March, we began to deliver food and other
supplies to the students. This was something that was new for us, and I was not
really sure how we were going to pull it off. However, some of the paraeducators and the bus drivers came up with the idea to use the school buses to
deliver the food. Some of the para-educators were complaining that we needed
two people on the buses to get everything out on time. So, I actually went out on
the bus to do those deliveries and came back, and I said, you got to have two
people on the bus. Even though it was going to cost the school more money, I
wanted to support my staff and put two people on the school bus. The lead para
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for general ed. said, “That’s the kind of principal we have, that he would go on
the school bus and see what we are doing.” Somebody took my picture and posted
it on Facebook.
The principal participant demonstrated his support for his staff by putting himself
in their place and riding the school bus to see just how challenging the para-educators’
job was on the bus. Another principal participant talked about how he collaboratively
works with his staff to show them he hears their concerns and is willing to do whatever is
necessary to provide support. He said:
So, you know, I mean, I think trust is really the basis of anything you can do in a
leadership position; without it, you are really. It is the same thing we want to do
with kids; we want to move kids from really engaging with something or from
being just compliant with something to really engaging with something.
And I think if you want your staff members to do it too. Like I can make them
be compliant. And so, you know, and when I walk in, and I do my little
walkthrough or whatever, and you know, I can do that. But that is not, that
doesn’t really get you anywhere. So, it is really moving to be engaged in the
process in a collaborative way, in a reflective way, and I think that starts with
trust. And so, but trust is an interesting thing. So, with a staff, you know, really
engage with individuals. Everybody has things going on in their own lives, and
teaching can be a very stressful situation. And so really engaging and
understanding people and where they are and providing support for that. But the
other part of that is, I think, and again, this is a learning curve for me is that
teachers also expect their colleagues to do their fair share. So, it isn’t so much as
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just me engaging with individuals and understanding them and supporting them,
but they see what they perceive to be an inequality and somebody what they’re
doing and what they’re not doing that’s pretty big. So, there’s always this
balance between supporting and understanding what is happening and where
people are and also still holding some, I guess, high expectations for lack of a
better term. That we still have a job to do and it’s a really important job. And we
have to figure out how to do it even if we have lots of things going on. And so
that part I think is really important, it is not just that we support our staff and
make sure we understand but that they perceive, we are trying to build a system
that is equitable and fair and people are really working towards that common
goals that we have.
One more participant talked about how he supported his staff by being creative
and having courageous conversations. However, he was earnest that being the leader, he
has to make sure all staff make decisions in the students’ best interest. He stated, “you
can’t continue to let people make bad decisions, even with good intentions, if it’s to the
detriment of kids without calling them on it.” The data collected from the interviews
determined supporting staff can impact the culture of high performance in Native
American schools.
Never Giving Up. Five out of the 8 principal participants, 62.5%, suggested that
never giving up has an impact on establishing a culture of high performance in Native
American schools. Additionally, never giving up has a frequency of 16, 36% of the total
frequency count. Historically, in Native American schools, the principals only stay at the
school for about 2 or 3 years until they move on to a bigger or what they considered a
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better high school. One principal participant expressed his concerns when other staff
members came to him concerning their previous principal not supporting them. The
principal voiced:
So, you just got to create the trust first and then, you know, try to help spread that
trust throughout the building because one of the things that I had to try to get
away from was, we had a principal who wasn’t invested and you know
sometimes people will come and talk to me about him and getting passed over for
promotions, or he was not doing what was in the best interest of the school.
Some of the teachers felt that he had given up on the school, and he was just here
for the paycheck. I mean, not that I would always say something occasionally
like, you know what, he is not invested in you guys community. So, I mean,
probably some I should not have been saying. But I had to express the truth to
the teachers, and now that I am the principal, I make sure that I have invested in
the school and I will never give up on them. Now, there are teachers who have
issues with other teachers, and they feel like those teachers are not invested in the
school. As the principal, I have to those teachers that the other teachers are doing
the best job they can; we got to be willing to support them because it is only
going to help our school. As opposed to when you talk bad about them, then you
just turn them down and mess up the environment and school.
In addition to former principals not being invested in the Native American school,
teachers often do not believe all students can succeed. On most reservations, the
community members are living in poverty or considered low income. When teachers
from the outside come to the community, they see the families’ financial struggles and
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see the low-test scores, which results in some teachers giving up on the students
academically. Therefore, one of the principal participants spoke about the school being
in a low-income community, and most of the teachers are middle-class White women.
When asked about trust in his school, he replied:
Because we serve students in low-income communities, the idea of trust has been
challenging and difficult to build. Even though this school is located on a Native
American reservation, all of our teachers are White women. They do not live in
this community, nor do they understand the hardship that students and families
have endured. Because our students do not have the opportunity to learn and
grow outside of the community, we have offered in the past several opportunities
for after-school clubs where students are given the opportunity to participate in
enrichment activities such as welding, glass blowing, and homework support.
When teachers and other staff members show the students that they love and
respect them, the students then are able to feel comfortable, and they are now able
to trust that their teachers have what’s in their best interest and will never give up
on them.
It can be concluded that the construct of trust is a vital component from the
perspective of principals of Native American schools to establish a culture of high
performance. The data presented 44 frequency counts and making purposeful decisions
are 43% of the frequency count. Also, supporting staff is 20% of the total frequency
count, and never giving up is 36% of the frequency count.
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Empowerment
Empowerment is entrusting power to others. Virtually giving away power to
followers allows them to know and feel significant and important in their role and
contribution. It requires effective listening, valuing love and equity, and an emphasis on
teamwork. Empowerment encourages risk taking and self-accountability to accomplish
tasks and work toward goals (Melrose, 1995; Patterson, 2003; Russell & Stone, 2002).
Empowerment is giving others power and authority, which involves active listening,
teamwork, and displaying love and equity (Patterson, 2003). According to Stone et al.
(2004), servant leadership allows the leader to fully see their followers’ potential and
empower them to demonstrate their own leadership.
Table 8 and Figure 9 represent the themes and frequencies that emerged for the
data collecting process and using the NVivo data analysis application; the themes were
transcribed. The table presents the themes that emerged from the interviews with
principals of Native American schools and their perspective that the construct of
empowerment has on establishing a culture of high performance.
Table 8
Empowerment Themes

Theme
Teachers
as decision
makers
Thinking
outside the
box

Number of
respondents

% based
on n

Interview
sources

Observation
sources

Artifact
sources

Frequency
of reference

7

87.5

43

0

2

45

5

62.5

11

0

0

11

Note. n = 8.
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Figure 9. Empowerment themes and frequencies.
Two themes surfaced from the data coding process during the interviews for the
construct of empowerment. These themes were referenced 56 times with data from the
interviews and artifacts. Both themes were referred to by over 50% of the total
participants. Therefore, the findings conclude the construct of empowerment is essential
in establishing a culture of high performance from the perspective of principals of Native
American schools.
Teachers As Decision Makers. This theme was referenced by 7 of the 8
participants; 87.5% stated empowerment is used to establish a culture of high
performance when teachers are decision makers in the school. The total frequency count
from the interviews is 43, representing 80% of the total; interviews’ completed. From the
perspective of one of the principal participants, he talked about how empowerment
allows the teachers to be decision makers in the school. He goes on to say:
A couple of ways we’ve done it in the past. Well, what we do now, we have, like
most schools have a building leadership team. This is a group of teachers and
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other staff members who help with the decision-making process for the school.
But we always have to remember that when things are successful at the school,
you want to recognize the people that made us successful and not recognize
yourself. But when things go wrong, and a challenge hasn’t been met, you as the
leader have to always got to raise your hand and say, I had that responsibility, no
matter what it is, I didn’t meet the challenge that’s on me. You got to accept that
and not place blame on somebody else. You want to say I accept that I did not
meet that challenge. As the top leader in the school. It is on me. One thing we
do to help empowerment is recognizing others.
The same principal participant gave some examples of how teachers as leaders
help establish a culture of high performance in Native American schools by giving the
leaders a voice in the process. Additionally, he explained how the leadership team led
the development of the hybrid schedule for the students to return to school during the
COVID-19 pandemic. He gave the following example:
I will give an example about empowerment with the building leadership teams.
PBS committees, which is positive behavior intervention, supports student
councils, all of those things. Give them empowerment that everyone has a voice,
and the students have a voice. We had a hybrid scheduled developed in the
summer because we knew we were going out in remote learning but would be
able to move to an alternate or hybrid schedule, hopefully sometime in the fall.
So, our hybrid schedule has gone to two or three different stages of development
and its final stage, which was completed, and it’s gone before the BLT building
leadership team. Our team meets to approve it. The hybrid or alternate schedule
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goes before the whole staff on Thursday. Once it is approved by the building
leadership team. It can be disseminated to the staff on Thursday in an all-school
staff zoom session and when we decided to go to hybrid. Everybody knows this
is our hybrid schedule. This how we are going to alternate schedules different
than other school districts. Staff is empowerment by bringing students and
bringing staff in and letting them know that the voices being heard. Their
concerns are being heard. We want to lead by consensus; school administrators
want to lead by consensus. By getting stakeholders to buy in on what your vision
is and what your focus is, and what your direction is. I think you have to
remember that the school administrator has to have the final say.
Another principal participant explained empowerment is vital to establishing a
culture of high performance when teachers as leaders are given the opportunity to lead
others in areas in which they excel. Moreover, it is the principal’s responsibility to
recognize which staff members are good in certain areas and allow that individual to lead
workshops, training, or small groups on the subject. The principal conferred:
I think since we are a team, I empower my teachers my acknowledging what they
are good at doing. I know that some teachers are awesome at teaching reading. I
know some teachers are awesome at technology. I know that some teachers can
do an amazing job, like if I was sick. I can just say, Hey, can you be the point
person for any principal admin. Related issues. In the past, I have allowed those
teachers or staff members to take the lead and speak during staff meetings or
other events to train the staff in areas of their expertise. For example, our school
district is moving to a database system called Skyward. I am not familiar with
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Skyward, and I have two teachers in my building that have used this program in
another district. So, I let those teachers lead the training with the other staff on
how to use Skyward. So, I think that when I show my vulnerability, the things
that I’m not good at that empowers others to work as a team and then they feel
okay showing what they struggle with and what they’re strong, and we help each
other.
Thinking Outside the Box. Five out of the 8 principal participants referred to
thinking outside of the box as a tool for empowerment that helps to establish a culture of
high performance in Native American schools. During the interviews, one of the
questions asks about risk taking in empowerment for the staff. One principal participant
talked about how she empowers her staff to take a risk in teaching the district provided
curriculum and actively participate in their departmental leadership teams. That principal
participant said:
It is very risky to think outside of the box and be creative with the given
curriculum that has been provided by the district. However, I have seen teachers
do some amazing and innovative things in their classrooms. I saw one teacher
take her class outside to do a history lesson on Roman’s battle. She had the
students on mini bicycles, and they had toys, swords, and conducted the battle. It
was risky, but the students really enjoyed the lesson, and she was able to bring the
lesson alive so the student could fully understand and experience the assignment.
Again, we have a school leadership team. The teachers are empowered to be
leaders over their various departments. They meet weekly within their
departments, and they share the outcomes with the school administration. The
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ideas that they come up with during the meeting gives them the freedom to
explore greater opportunities to enhance the learning for all students.
Another principal participant spoke about providing the staff with the
opportunities to explore their ideas of thinking outside of the box as a method of
establishing a culture of high performance in Native American schools. Additionally,
this principal expressed how before working in a Native American school, she believed
all students were the same and what is good in one school would work in every school.
After coming to work on a Native American reservation, the students and their families
were different, and the staff would have to be very creative and innovate with thinking
outside the box. While answering the question about empowerment, the principal
participant mentioned:
I think it is kind of along the same lines of thinking outside the box and doing
what is best for kids. Being creative running with ideas that you have always
wanted to try. In Native American schools, it is important that teachers think
outside of the box and implement creative ideas in the classes. They can include
some of the traditional stories or legends about the people, or they could teach a
lesson on fishing and hunting so that the students can relate to the lesson that the
teacher is presenting. Also, I encourage the staff to be creative, which empowers
them to be safe in those ideas and then making sure you step in if you do not
think it’s going to work. So, it comes back to that trust. Right. You have got to
have a relationship with a staff member that if you are letting them goes down a
road, and you do not think it’s going to work. You have to be able to say, yeah,
we need to rethink this; I want you to think in a different way and walk away

120

with them. Not feeling like they were, you know, squashed or that you know
their ideas were not valued, that it is just not working right now, and we need to
rethink it.
One of the school’s websites stated the school-centered decision-making team
(SCDM) met monthly, and the meeting agenda was available to the rest of the
community members. The researcher requested a copy of the last 2 months’ meeting
minutes, and the building principal provided the documents. Since the school building
has been closed to students and the public since March 2020, the meeting minutes are
from the months of January and February 2020. In the minutes, it gave the names of all
the meeting participants, and the researcher was able to see one representative from each
grade-level, one representative from each department, building leaders, and support staff
representatives served on the SCDM. Furthermore, the minutes outlined decisions the
committee members were making to plan upcoming events that would help to establish a
culture of high performance for Native American students.
It can be concluded from the perspective of principals of Native American
schools, the construct of empowerment impacts the establishment of high performance in
Native American schools. Under empowerment, teachers as decision makers had 45
mentions, which is 80% of the total frequency count. Besides, the phrase thinking
outside of the box was referenced 11 times, which is 20% of the entire frequency count.
Service
Service is the moral equivalent of giving of oneself to serve others. It implies
leaders are focused on placing interest on others rather than on one’s own interest. It can
be demonstrated through the gift of time, energy, compassion, care, or belongings.
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Service places others first (Patterson, 2003; Russell & Stone, 2002). In service, the
servant leader puts others’ interest over self-interest (Russell & Stone, 2002). Service
begets service is what Melrose (1995) stated about service and servant leadership, and
how it assists with cultivating a culture of service. Finding from principals of Native
American schools interviews identified the construct of service is necessary for the
Native American community, which will ultimately help to establish a culture of high
performance in Native American schools.
Table 9 and Figure 10 represent the themes and frequencies that arose from the
data collected during the interviews. Table 9 presents the theme that emerged from the
interviews with the principals of Native American schools and their perspective on the
construct of service’s impact on establishing a culture of high performance in Native
American schools. One theme stood out with a response count of seven, which is 87.5%
of the total participants.
Table 9
Service Themes

Theme
Staff engaging
with the
community

Number of
respondents

% based
on n

Interview
sources

Observation
sources

Artifact
sources

Frequency
of
reference

7

87.5

34

0

2

36

Note. n = 8.
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Figure 10. Service themes and frequencies.
One theme transpired from the data collected during the interviews on the
construct of service. This theme was referred to by seven of the eight participants, and it
has a frequency count of 34 with two sources cited from artifacts, which is a total of 36
frequency count. The findings concluded the construct of service is essential for
establishing a culture of high performance in Native American schools.
The only theme that emerged from the construct of service is staff engaging with
the community. Moreover, 7 out of the 8 principal participants referred to the COVID-19
pandemic and the school closures. The school principal and superintendent had to get out
of their offices and engage with the community. Service is a vital component in Native
American communities, and when the community sees the school principal and
superintendent serving, their creditability in the community is respected. One of the
principal participants stated:
While school is out due to the COVID-19 virus, it is all hands-on deck. And I
mean, these are strange times. I am at school every morning at 6 o’clock, helping
take temperatures and doing all kinds of safety procedures for the staff. Because
we are shorthanded, and I feel like, okay, I’m not going to ask somebody else to
do something that I wouldn’t already do. Our superintendent is the cafeteria, and
he is putting together boxes, and they are being delivered to the students’ homes.
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It’s that you have to put your whole self out there so people know that you’re
willing to take on responsibilities that will provide a service to the community.
Whether it’s at 10 o’clock at night or 5 o’clock in the morning, the people need to
know that you are available. You walk the talk about being creative and thinking
outside the box. And what’s best for kids. That is what you do. You know you
problem solve, and you try to make sure that every decision you make is one
that’s not only supportive to students but to staff, to allow them to do their jobs.
Right. You can’t just talk about it. You got to do it. Yeah.
Another principal participant addressed the theme of staff engaging with the
community from an event that occurs annually in the PNW. During this event, many of
the staff members volunteered their time and service to see that all of the participants’
needs were provided during their stay in the community. The principal was so impressed
with how everyone came together and worked to ensure the community was served and
the guests left their community happy. As the principal participant noted:
During the paddle to, the experience kind of took me back. Because first of all, I
was trying to help, and I had to oversee the school building because they were
using the school building for showers. We were here for long hours, but just the
fact that no one was complaining about long hours or anything. It just blew me
away how everybody took care of everybody like the elders were taken care of.
It was amazing to see the people bringing in the canoes and things like that; just
sitting there allowed me to think about our ancestors. That was one thing that
kind of blew me away. All the staff members that I had asked to work at the
paddle event all did it without complaining; we would get in here at 7 am and
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leaving the event like 12 or 1 in the morning and then being back the next day.
You know, people just did it and then being able to see the different traditions
and things. What they have for sale and different games, traditional games that I
was seeing.
It can be concluded the construct of service when engaging in the community is
vital to establishing a culture of high performance in Native American schools.
Likewise, over 50% of the principal participants referred to engaging in the community is
an integral part of establishing a culture of high performance in Native American schools.
Key Findings
This qualitative phenomenological research study consisted of semi-structured
interviews, observations, and artifacts. Using the NVivo qualitative data application, the
data were coded for themes developed by using predetermined criteria. Key findings
were those which were referenced by 50% or more of the principal participants
interviewed. The rationale for using 50% as a basis for determining a theme was chosen
because it is half of the interviewed principal participants.
Key Findings: Agapao Love
1. Best Interest of the Students was referenced by 50% of the principals of Native
American schools. This theme yielded the second-highest number of references
for agapao love and represented 37.5% of data coded.
2. Actions Speaks Louder Than Words was referred to by 62.5% of the participants.
This theme yielded the highest number of references for agapao love and
represented 68% of the coded data.
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Key Findings: Humility
1. Staff’s and Others’ Needs Come First was referenced by 50% of the principals of
Native American schools. This theme yielded the same number of references as
the other theme for humility. It represented 56% of the data coded for the servant
leadership construct of humility.
2. Doing Things Outside of Comfort Zone was referenced by 50% of the principals
of Native American schools. This theme yielded an equal number of references
for humility and the other theme. Also, it represented 44% of the data coded for
the servant leadership construct of humility.
Key Findings: Altruism
1. Leader Leads with Selfless Attitude was referenced by 62.5% of the principals of
Native American schools. This theme yielded the highest number of references
for altruism. This theme represented 56% of the data coded for the servant
leadership construct of altruism.
2. Belief That Every Student Can Succeed was referenced by 50% of the principals
of Native American schools. This theme yielded the second-highest number of
references for altruism. Also, it represented 58% of the data coded for the servant
leadership construct of altruism.
Key Findings: Vision
1. Moving From the Same Direction was referenced by 50% of the principals of
Native American schools. This theme yielded the third-highest number of
references for servant leadership construct vision. The theme represented 26% of
the data coded for the theme vision.

126

2. Individual Thinkers and Problem Solvers was referenced by 62.5% of the
principals of Native American schools. This theme yielded the second-highest
number of references for the servant leadership construct vision. Also, it
represented 38% of the data coded from the servant leadership construct of vision.
3. All Students Succeed—College and Career Ready was referenced by 75% of the
principals of Native American schools. This theme yielded the highest number of
references for the servant leadership construct vision. The frequency data coded
from the construct vision was 36% of the total frequency code.
Key Findings: Trust
1. Making Purposeful Decisions was referenced by 62.5% of the principals of Native
American schools. This theme yielded the same number of references as another
theme for servant leadership construct trust. The theme represented 43% of the
data coded for the theme of trust.
2. Supporting Staff was referenced by 50% of the principals of Native American
schools. This theme yielded the second-highest number of references for the
servant leadership construct trust. Also, it represented 20% of the data coded
from the servant leadership construct of trust.
3. Never Giving Up was referenced by 62.5% of the principals of Native American
schools. This theme yielded the same number of references as another theme for
the servant leadership construct trust. The frequency data coded from the
construct vision was 36% of the total frequency code.
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Key Findings: Empowerment
1. Teachers As Decision Makers was referenced by 87.5% of the principals of
Native American schools. This theme yielded the third-highest number of
references for servant leadership construct empowerment. The theme represented
80% of the data coded for the theme empowerment.
2. Thinking Outside of the Box was referenced by 62.5% of the principals of Native
American schools. This theme yielded the highest number of references for the
servant leadership construct empowerment. The frequency data coded from the
construct vision was 20% of the total frequency code.
Key Findings: Service
1. Staff Engaging with the Community was referenced by 87.5% of the principals of
Native American schools. This theme is the only one referenced by at least 50%
of the participants for the servant leadership construct service. The frequency
data coded from the construct vision was 100% of the total frequency code for
service.
Summary
The purpose of this phenomenological study was to explore and describe
principals’ of elementary, middle, and high school of Native American students in
Washington State perceived impact of servant leadership constructs developed by
Patterson (2003) on establishing a culture of high performance. This chapter addressed
the themes and data findings regarding the central research question and the seven sub
questions identified for this study. Likewise, Chapter IV restated the purpose, central
research questions, and the sub questions. Also, the research methods, data collection
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procedures, population, sample, demographic data, along with the data and findings, are
all included in this chapter.
The population for this study consisted of eight principals of Native American
schools. Each interview was conducted over Zoom and lasted between 30 and 45
minutes. Using the NVivo application, the data were coded for themes and frequency of
the themes being referred to by the participants. A total of 15 themes emerged from this
study, with a total frequency count of 247.
Chapter V explains the findings in more detail by giving a final summary of the
study, including the findings, conclusions, and recommendations for future studies. Also,
Chapter V presents the unexpected findings, implications for actions, and concluding
remarks and reflections.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
This research study was designed to explore and describe the lived experience and
perceptions of principals of Native American schools on the impact of servant leadership
for establishing a culture of high performance. Chapter I concentrated on the background
of Native American education and the organization of the study. Chapter II focused on
the literature bringing attention to various leadership styles and the theoretical framework
for this study, Patterson’s (2003) seven servant leadership constructs. Chapter III
outlined the research design and the methods used to develop the study through the
interview process. Chapter IV consist of the data collected from the interviews and
artifacts.
This chapter continues with the purpose statement’s preview, central research
question and sub questions, methodology, population, sample frame, and sample.
Furthermore, demographic data from the participants are displayed in this chapter.
Lastly, this chapter will show the post interview data analysis and a summary of the
findings.
Purpose Statement
The purpose of this phenomenological study was to explore and describe
principals of elementary, middle, and high school of Native American students in
Washington State perceived impact of servant leadership constructs developed by
Patterson (2003) on establishing a culture of high performance.
Central Research Question
What is the impact of Patterson’s (2003) seven servant leadership constructs on
establishing a culture of high performance as perceived by principals’ of elementary,
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middle, and high schools with a student population of 40% or higher of Native American
students in Washington State of high-performance schools?
Sub Questions
1. What is the impact of the agapao love leadership construct on establishing a
culture of high performance?
2. What is the impact of the humility leadership construct on establishing a culture
of high performance?
3. What is the impact of the altruism leadership construct on establishing a culture of
high performance?
4. What is the impact of the vision leadership construct on establishing a culture of
high performance?
5. What is the impact of the trust leadership construct on establishing a culture of
high performance?
6. What is the impact of the empowerment leadership construct on establishing a
culture of high performance?
7. What is the impact of the service leadership construct on establishing a culture of
high performance?
Methodology
Most qualitative studies also use the participant’s perceived perception as vital to
the study’s outcomes (Patten, 2012). Phenomenological studies focus on “the meaning,
structure, and the essence of the lived experience of a phenomenon for a person or group
of people” (Patton, 2015, p. 98). Phenomenological studies consist of the perception of
the individual and their lived experiences. Also, this methodology defines how people
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experience a particular phenomenon. Patton (2015) stated the researcher has to conduct
personal interviews with individuals who have direct experiences with the phenomenon;
lived experience in contrast to what they have heard or saw in other professionals’ lives.
Furthermore, Patton (2015) continued when he cited the work of Adams and
Manen (2008), which “lived experience” is the experience an individual lives through
and acknowledges the experiences as a particular type of experience. The thematic
research team decided to use the phenomenological approach because it allows the
researchers to gain various lived experiences from principals of Native American schools.
Interviews were conducted with the eight principals of Native American schools using
Zoom to record and transcript the interview process, demonstrating how the seven
servant leadership constructs establish a culture of high performance in their school
buildings. Furthermore, the interviews were used as the primary sources of data
collection for this study. Additionally, other data sources, such as observations and
artifacts, were used to gain further insight from the study participants’ experiences.
Major Findings
The purpose of this phenomenological research study was to explore and describe
principals of Native American schools perceived impact of servant leadership constructs
developed by Patterson (2003) for establishing a culture of high performance. The
central research question was answered through an analysis of the sub questions. Chapter
IV presented the key research finding and results of the coding of themes, including the
interviews’ frequencies. From the findings of this study and supporting research, it can
be concluded establishing a culture of high performance depends on principals of Native
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American schools ability to implement the seven servant leadership constructs. A
summary of the major findings is presented with the sub questions for each construct.
Research Sub Question 1 Major Finding
What is the impact of the agapao leadership construct on establishing a culture of
high performance?
The skill of actions speaks louder than words was referred to by 5 of the 8
principals of Native American schools; 62.5% of the data coded to demonstrate the
servant leadership construct of agapao love. This theme yielded the highest number of
references for agapao love and represented 68% of the themes’ coded data. Furthermore,
the principals of Native American schools acknowledged the building principal
demonstrates agapao love by allowing their actions to speak louder than their words.
Overall, agapao love has a frequency count of 25, representing 10% of the total frequency
counts. Examples of how actions spoke louder than words were displayed when the
principals put themselves on the front line during the COVID-19 pandemic to ensure all
students received lunches and had access to technology at home.
This study’s findings align with Patterson’s (2003) servant leadership theoretical
model and review of the literature, the leader who focuses on agapao love allows their
focus to be on the employee first, then on what the employee can do for the organization,
and how it benefits the organization. Patterson (2003) stated love is a foundational value
from which all other values follow. Russell and Stone (2002) went on to say servant
leaders love unconditionally, really care for their followers, and genuinely appreciate
them as individuals.
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Research Sub Question 2 Major Finding
What is the impact of the humility leadership constructs for establishing a culture
of high performance?
The principals of Native American schools who put the staff’s and others’ needs
first was referenced by 4 out of the 8, 50%, of the principals. It represented 56% of the
data coded for the servant leadership construct of humility. One of the principal
participants made a statement during the interview that humility is something he
practiced every day. He could not think of just one example of humility. Additionally,
half of the participants believed when the building principal of a Native American school
put the staff’s and others’ needs first, it helped to cultivate a culture of high achievement
in Native American schools. With data showing over half of Native American schools
are considered failing or underperforming (BIA, 2020), the principals have to establish
servant leadership with humility to motivate the students and the staff.
Covey (1990) remarked one of the greatest gifts a leader can give their followers
is the gift of themselves; by doing this, the leader is showing respect, reverence, and
humility. Also, Blanchard (2000) stated servant leaders could listen and be willing to
accept criticism and accountability. The principals of Native American schools
expressed humility by listening and putting their staff’s and students’ needs before their
own needs.
Research Sub Question 3 Major Finding
What is the impact of the altruism leadership constructs for establishing a culture
of high performance?
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When the leader leads with a selfless attitude was referenced by 5 of the 8, 62.5%,
of the principals of Native American schools. This theme yielded the highest number of
references for altruism. This theme represented 56% of the data coded for the servant
leadership construct of altruism. There are several leadership styles where the leader is
centered focus and does not demonstrate an attitude of selflessness. However, the
principals of Native American schools believed it is critical the school principal
demonstrates a selfless attitude, especially during crisis times. For example, during the
COVID-19 pandemic, several schools allowed their teachers to stay home and work, but
the principals had to put themselves on the line and be in the school building to ensure
things would continue to operate for the good of the students.
The theoretical definition of altruism, as developed by the thematic team
members, sees altruism as unselfish awareness of others’ welfare in the organization,
even when there is a possibility of risk or sacrifice against one’s own interest. It involves
deriving pleasure from helping and seeking what was best for others, often with an
attitude of humility, modesty, and selflessness (DeYoung, 2000; Kaplan, 2000; Monroe,
1994; Patterson, 2003). It is concluded the principals in this study perceived leading with
a selfless attitude impacts the culture of high achievement in Native American schools.
Research Sub Question 4 Major Finding
What is the impact of the vision leadership constructs for establishing a culture of
high performance?
The principals of Native American schools that participated in this study agreed
when the leader has a vision of all students succeeding, college and career ready, and it is
acknowledged and expressed to the staff and other stakeholders, it helps to establish a
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culture of high performance in the Native American school. Six out of the 8 principal
participants, 75%, referenced all students succeed—college and career ready were
necessary as a vision for the entire school to keep in their minds and strive to achieve.
This theme yielded the highest number of references for the servant leadership construct
vision. The frequency data coded from the construct vision was 36% of the total
frequency code.
In many cases, vision is often considered the organizational vision or a vision of
where the organization will be in the future. However, the building principal participants
lead with a vision that is forward focused and sees things that can be in the near future.
Patterson (2003) defined vision as a piece of servant leadership that helps create an
environment that is forward focused and recognizes each person in the organization is
worthy and necessary.
Research Sub Question 5 Major Finding
What is the impact of the trust leadership constructs for establishing a culture of
high performance?
When the leader is making purposeful decisions was referenced by 5 of the 8,
62.5%, of the principals of Native American schools. The theme represented 43% of the
data coded for the theme of trust. The theme of trust has the second highest frequency
count, 44, representing 18% of the total frequencies from the data collected. As one of
the principal participants stated during the interview, trust is very difficult to establish in
Native American community. Once it is established, the leader has to make purposeful
decisions that will impact the culture of high performance. With all the information
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around trust, Patterson (2003) believed trust is an essential element for the servant leader.
Also, Story (2002) agreed trust is an integral component of the servant leader.
Research Sub Question 6 Major Finding
What is the impact of the empowerment leadership constructs for establishing a
culture of high performance?
When the leader is empowering teachers by allowing teachers to be decision
makers was referenced by 7 out of the 8, 87.5%, of the principals of Native American
schools. The construct of empowerment yielded the highest number of references for the
seven servant leadership constructs at 56, which is 23% of the overall frequency count.
The theme represented 80% of the data coded for the theme empowerment. All of the
principal participants agreed empowerment is vital in Native American schools when
teachers are decision makers and know their voices are being heard in the school.
Examples given by principal participants included teachers leading grade-level and
departmental meetings, teachers training other teachers on new curriculum or new
program to support students, and teachers participating in vital decisions on the SCDM
committee.
Findings from the study align with Patterson’s (2003) servant leadership
theoretical model and review of literature. Patterson (2003) claimed leaders give the
teachers power to fulfill their own goals and assist them in making their dreams become a
reality. Blanchard (2002) believed servant leaders’ satisfaction comes when they see the
growth in others, and the leader will hold themselves accountable for the growth. The
data showed empowerment has an impact on establishing a culture of high performance
in Native American schools.
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Research Sub Question 7 Major Finding
What is the impact of the service leadership constructs for establishing a culture
of high performance?
Staff engaging with the community was referenced by 7 of the 8, 87.5%, of the
principals of Native American schools. This theme is the only one referenced by at least
50% or higher of the participants for the servant leadership construct for service. The
frequency data coded from the construct vision was 100% of the total frequency code for
service. The principal participants explained when the staff engages with the community
during community events and celebrations, it results in the school establishing a culture
of high performance. One principal talked about the service his staff provided to the
community during an event when several tribes landed their canoes in their community.
There were thousands of people using the school building facility, and the principal was
leading the way with service to the community by working with his teachers to make sure
everyone had everything they needed during their stay in the community.
Findings from this study aligned to Patterson’s (2003) servant leadership
theoretical model and review of the literature. All of the principal participants referred
the servant leadership construct of service as having a perceived impact on establishing a
culture of high performance. Patterson (2003) believed when a servant leader displays
agapao love, humility, altruism, vision, and empowerment, the act of service is an
overwhelming part of their natural obligation to the organization.
Unexpected Findings
There were two unexpected findings retrieved during the data collection process.
First, the servant leadership construct empowerment received the highest frequency count
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at 56, 23% of the total frequency count. The researcher was also surprised to see the
principals of Native American schools believed, 7 out of 8 (87.5%), when teachers are
empowered as leaders in the building, it impacts the culture of high performance in
Native American schools. This was unexpected, based on the researcher’s experiences
with Native American communities and Native American schools. The researcher has
worked in Native American communities for nearly 10 years and has an understanding of
how education work in some Native American communities. For example, in most
Native American schools, most certificated staff consist of non-Native White women,
who are not from the Native American community and often are not familiar with Native
American culture. The researcher’s experience and prior studies have concluded students
perform better when their classroom teachers and school administrators look like them
and have something in common. However, the findings from the principal participants in
this study showed when the teachers are empowered in the school building, it has a direct
effect on the culture and climate in the building; therefore, resulting in establishing a
culture of high performance.
The second unexpected finding was from the servant leadership construct of
service. To the surprise of the researcher, only one theme emerged with a response of
50% or higher from the principal participants. Seven out of the 8 participants referenced
when staff engages with the community, it has an impact on establishing a culture of high
performance in Native American schools. Furthermore, the principal participants were
interviewed and asked questions about service during the COVID-19 pandemic closure of
their school buildings. All of the principal participants referred to service during the
COVID-19 pandemic and how the staff had to engage with the students, families, and
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other community stakeholders. Additionally, the researcher did not foresee the
correlations between engaging with the community and establishing a culture of high
performance in Native American schools as a necessary component.
Conclusions
The purpose of the phenomenological research study was to explore and describe
principals’ of Native American schools’ perceptions of the impact of servant leadership
constructs developed by Patterson (2003) on establishing a culture of high performance.
The following conclusions came from the data analysis in Chapter IV that described how
the servant leadership constructs of agapao love, humility, vision, trust, empowerment,
and service assist principals of Native American schools to establish a culture of high
performance.
Conclusion 1: Doing What Is in the Best Interest of Teachers, Support Staff, and
Students
Based on the findings from the research and literature, the researcher concludes
when principals of Native American schools do what is in the best interest of teachers,
support staff, and students, it directly affects the culture of high performance in Native
American schools. One of the principal participants stated she has to remember she is a
guest in the Native American community, and all of her decisions have to be focused on
what in the best interest of the students and the community while not allowing her
personal feelings to get in the way of the success of the school. Will (2019) referred to a
statement Douglas Reeves made concerning school principals and their ability to make
changes in the school building. Behavior precedes belief; most people need to see the
leader do things firsthand and put the group’s interest before their interest to help
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establish success in the organization. When the principal treats the teachers and support
staff as professionals, the principal knows the students and moves to ensure all students
are academically successful. Rigsbee (2009) posited great principals are instructional
leaders who guide their staff members on what in the best interest of student learning;
they do not micro-manage their teachers and are not continuously looking over their
shoulders. Great principals give teachers respect and the freedom to provide meaningful
instruction for the students in their classrooms.
Conclusion 2: Selfless Service
Based on the findings from the research and the literature, the researcher
concluded principals of Native American schools who operate with a selfless service
attitude have the ability to highly impact the culture of high achievement in Native
American schools. Several of the principal participants referred to when they put
themselves on the frontline of any situation; they build effective relationships with their
staff and students in the building. Rigsbee (2009) expressed great principals are often the
first people in the building and the last ones to leave the school building. They spend
their days working with teachers on instruction, handling student discipline, and
communicating with parents and other community members. Moreover, they can be seen
at sporting events and choir and band concerts, while managing their own individual
families.
One of the principal participants talked about his selfless service by going out of
town to basketball games with the students and driving one of the students several hours
to college because the student’s family could not take him to college. Doraiswamy
(2013) believed servant leadership is an approach to leadership where the leader
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demonstrates they are the servant of their followers, rather than assuming a controlling
hierarchical role in the organization. Selfless service is a component vital to establishing
a culture of high performance in Native American schools.
Conclusion 3: Student-Centered Focus
Based on the findings from the research and the literature, the researcher
concluded when a school has a student-centered focus, the impact of establishing a
culture of high performance can be achieved in Native American schools. The majority
of Native American schools do not have principals from their community and often those
principals are not committed to the schools’ future success. However, one of the
principal participants talked about his ability to care for and appreciate the students and
the Native American community where the school is located. Furthermore, the principal
went on to say he has built relationships with his staff, and he highly encourages them to
have a student-centered focus. Rigsbee (2009) posited great principals know their
students. They know their stories, their strengths, their weakness, and most importantly,
their names. All of the decisions made by the school administration has a studentcentered focus and Rigsbee (2009) went on to say in schools with great principals, the
students love the leader; they know when the leader cares.
Conclusion 4: Purpose-Driven Decision Makers
Based on the findings from the research and the literature, the researcher
concluded when a school has purpose-driven decision makers, the possibility of
establishing a culture of high performance will be achieved in Native American schools.
One of the principal participants made a comment during the interview that he wants his
teachers to know when he makes decision, they are well thought-out and purposeful.
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Additionally, when he allows a teacher to have certain power and authority, others should
have confidence in him that the person he chose has the ability to complete the
assignment. Dorasamy (2010) explained when principals lead with modeling the practice
of making purpose-driven decisions, it has a powerful influence on the staff and their
ability to practice service. When the building principal makes purposeful decisions, it
allows the staff to have confidence in their ability to lead and foster an environment with
a holistic approach (Milner, 2014). In Native American schools located on Native
American Reservations, it is critical the school principal’s decisions are purpose driven.
Additionally, the school principal’s decisions will affect the students in the school and the
community as a whole.
Conclusion 5: Sacred Hoop of Constructs
Based on the findings from the research and the literature, the researcher
concluded Patterson’s (2003) seven servant leadership constructs (i.e., agapao love,
humility, altruism, trust, vision, empowerment, and service), when they are all displayed
in a leader, the school will have the ability to establish a culture of high performance in
Native American schools. One of the principal participants referred to the seven servant
leadership constructs as the sacred hoop of how principals should operate, and not one of
the constructs weights more than another construct. In Native American communities,
there is a symbol called the sacred hoop, which means all things work together.
Welker (2019) stated:
Hopefully, we can all quickly begin the task of mending The Sacred Hoop of Life
in Black Elk’s vision and begin working together to save the Earth Mother,
ourselves and all things. Let us stop killing each other and the world around us. . .
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Instead, let us become spiritual warriors fighting our greatest enemy—ourselves.
(p. 2)
Native American communities care deeply for nature and their children’s future. When
the seven servant leadership constructs are all implemented in a school, the leader will
have the ability to effectively establish a culture of high performance. Hipp (1997)
recognized the school principal has to be an agent of change, recognizing all variables are
important and necessary in a high performing school, and the leader makes changes when
necessary.
Implications for Actions
When principals of Native American schools implement and use the seven servant
leadership constructs of agapao love, humility, altruism, vision, trust, empowerment, and
service in Native American schools, establishing a culture of high performance is
developed. Principals of Native American schools who may have difficulties
implementing the seven servant leadership constructs will not have the ability to
effectively establish a culture of high performance in Native American schools, and those
principals may only stay at that particular school for a short period of time. The
following are the researcher’s recommendation of implications for action to address the
conclusions resulting from this study.
Implication 1: Proposal to Present the Servant Leadership Constructs at the
National Indian Education Association Conference
The National Indian Education Association Annual Conference (NIEA) is held
every year in October. Several months before the conference is held, NIEA sends out a
request for conference presenters. Educators that work in Native American schools or
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closely with Native American communities from all 50 states attend this National
conference. Alaska Natives and American Indians attend this conference to find out the
new strategies and techniques that are successful in other Native American schools.
Therefore, a proposal should be presented that will outline the seven servant leadership
constructs (i.e., agapao love, humility, altruism, vision, trust, empowerment, and service),
and when these constructs are present in a Native American school, the leader will have
the ability to impact the culture of high performance.
Implication 2: Breakout Session on the Servant Leadership Constructs at the
Western Washington Native American Education Consortium
There are 29 federally recognized tribes in Washington State. Each tribe has its
own identity and is able to provide guidance or support to their Native American students
in unique ways. Moreover, the Washington Native American Education Consortium
(WWNAEC) hosts an annual conference in February to offer educators from public
schools and tribal communities the opportunity to learn what is occurring in Native
American education and the next steps to assist Native American students achieve
academic excellence. During the conference, there are breakout sessions where
individuals speak on specific areas they believe are vital to educators’ knowledge of
Native American students and how they learn and grow. A breakout session would help
teachers and principals related to the servant leadership constructs and how these
constructs are imperative in establishing a culture of high performance in Native
American schools.
Implication 3: Servant Leadership Constructs Should be Taught in the Principal
Certification Programs at Colleges and Universities in Washington State
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With the enormous responsibilities and high demands on school principals,
potential principals must have the ability to lead and be certified in Washington State.
Moreover, principals are leaders in the community, and they are supposed to be able to
strengthen the educational foundations of their schools. To become a principal in the
state of Washington, a candidate must meet certain criteria established by the
Professional Educator Standards Board (PESB). First, they must hold a teaching
certification license. Secondly, they must have a master’s degree from an accredited
college/university. Lastly, they must complete a state-approved administrator preparation
program and then apply for a residency principal certification license. While several
leadership styles and concepts are taught in the administrator preparation programs, the
seven servant leadership constructs should be taught to educate future principals on how
to establish a culture of high performance using the servant leadership constructs.
Furthermore, during the first 2 years of principalship, the educational institution where
the principal received their training should send out instructors to monitor and coach the
new principals on implementing the servant leadership constructs.
Implication 4: Establishing a Group for Principals of Native American Schools in
Washington State and Providing Mentoring to First-Year Principals of Native
American Schools Focusing on Servant Leadership
With over 30 Native American schools in the state of Washington with a student
body of 40% or higher of Native American students, the principals are often working in
environments and communities where they are not familiar with the school’s culture.
Therefore, a group should be established that will offer principals of Native American
schools a place where they can share their thoughts and feelings concerning working in
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Native American schools and communities and how to lead in a servant leadership style.
Additionally, when principals come to Native American school from public school
districts that do not have a majority of Native American students, they often experience
culture shock.
One of the principal participants acknowledged she thought all schools were the
same, and she could continue to operate as she had done in her former school. However,
she quickly learned when a person works in a Native American school, there are a lot of
things that are different than operating in a nontribal school. Hence, a mentorship
program should be offered to first-year principals of Native American schools, and
existing principals of Native American schools should provide the mentoring.
Furthermore, the mentor principals should be trained in servant leadership and how to use
the seven servant leadership constructs in establishing a culture of high performance in
Native American schools.
Implication 5: The BIE Offers Training in Servant Leadership to Principals of BIE
Schools
The BIE has direct oversight of 52 Native American/Alaska Native schools
operating throughout the United States. All of these BIE schools have their school board,
and building administers. The BIE’s mission is to provide quality education
opportunities from early childhood through life in accordance with a tribe’s needs for
cultural and economic well-being, in keeping with the wide diversity of Indian tribes and
Alaska Native villages as distinct cultural and governmental entities (BIA, 2020). Based
on this study’s findings, the researcher strongly recommends BIE offer training to the
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school principals of all of their BIE schools on servant leadership and how it assists in
establishing a culture of high performance in Native American schools.
Recommendations for Further Research
This study focused on the lived experiences of principals of Native American
schools and their perception of the impact the seven servant leadership constructs have on
establishing a culture of high performance in Native American schools. Additionally, the
seven servant leadership constructs consisted of agapao love, humility, altruism, vision,
trust, empowerment, and service. Based on the findings from this study, the following
recommendations are made to further the research on the servant leadership constructs
and establishing a culture of high performance.
Recommendation 1: Study Conducted With Bureau of Indian Education Schools
Only
It is recommended this study be conducted with the 52 BIE schools located
throughout the United States. With each BIE school being located in different areas of
the county, this study would allow the researcher to interact with a larger sample and
collect data from different regions of the country.
Recommendation 2: Replicate This Study With Principals of Schools With a
Majority of African American Students
It is recommended this study be replicated in schools where a majority of the
student body is African American. When there is evidence of high performance in a
majority African American school, the researcher will determine if the seven servant
leadership constructs have an impact on establishing a culture of high performance in
majority African American schools.
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Recommendation 3: Conduct a Mixed-Methods Study With Native American
Schools Located Only on Indian Reservations
It is recommended this study be conducted as a mixed-methods study with Native
American schools located only on Indian Reservations. In the state of Washington, there
are 29 federally recognized tribes, and several of those tribes do not have their own
tribally operated schools located on their reservations. Moreover, the students from those
Native American communities that do not have their own school have to attend the local
public school in their area. Therefore, some public schools can have a majority of Native
American students and not be located on an Indian Reservation.
A mixed-methods study will allow the researcher to collect data from interviews,
observations, artifacts, and surveys. With the various options of data collections, the
researcher will be able to determine if the seven servant leadership constructs have an
impact on establishing a culture of high performance in Native American schools located
only on Indian Reservations.
Recommendation 4: Meta-Analysis of the Servant Leadership Dissertations
It is recommended a meta-analysis study be conducted from the eight thematic
dissertations on the seven servant leadership constructions and the impact on establishing
a culture of high performance dissertations. The eight thematic team members conducted
studies on public school district superintendents, human resource administrators, and
Latina superintendents of Title 1 school districts, two high school principals, public
middle school principals, Title 1 middle school principals, and principals of Native
American schools. All of these dissertations focused on the impact that their study area
had on the establishment of a culture of high performance in their various areas.
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Recommendation 5: Study On the Single Servant Leadership Construct Agapao
Love in Native American Schools
It is recommended a phenomenological study on the single servant leadership
construct of agapao love and the impact that construct has on establishing a culture of
high performance in Native American schools. Research on the construct of agapao love
will continue to contribute to the research on this subject.
Concluding Remarks and Reflections
The findings in this study and the review of the literature has shown servant
leadership is a necessary component in establishing a culture of high performance in
Native American schools. During the COVID-19 pandemic, it was inspirational to see
how so many principals of Native American schools went over and above the call of duty
to ensure the students had everything they needed to be successful as the students
adjusted to the new normal of distance learning. Serving as a principal is a tough and
challenging job during a typical school year. However, the eight principal participants
interviewed for this study had to lead staff, students, families, and communities during a
pandemic that has been life-changing and traumatic for many people. The principals in
this study validated Patterson’s (2003) seven servant leadership constructs of agapao
love, humility, altruism, vision, trust, empowerment, and service must be present in the
leader’s daily operations and lifestyle.
As the education director for a Native American tribe, it has been my honor and
privilege to conduct this research study. From the experience of working with principals
of elementary, middle, and high schools, I know the difficulty building principals face in
a non-Native American school. However, the principals who participated in this study
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have a much bigger challenge of coming into a community that might not always be
welcoming. The principal always has to set their personal feelings aside and guarantee
the students and staff get the best of them every day. Winston Churchill quoted, “If
you’re going through hell, keep going.” During this process, it felt as if I was going
through hell, but as I interviewed the inspirational school principals, they gave me the
courage to keep going and finish the race.

151

REFERENCES
Adams, D. W. (1995). Education for extinction: American Indians and the boarding
school experience, 1875-1928. Lawrence, KS: University Press of Kansas.
Adams, C., & Manen, M. (2008). Phenomenology. In L. M. Given (Ed.), The SAGE
encyclopedia of qualitative research methods, Vol. 2 (pp. 614-619). SAGE.
doi:10.4135/9781412963909
Albertyn, R. M., Kapp, C. A., & Groenewald, C. J. (2001). Patterns of empowerment in
individuals through the course of a life-skills programme in South Africa. Studies
in the Education of Adults, 33(2), 180–200.
doi:10.1080/02660830.2001.11661453
Alfadli, M., & Al-Mehaisen, M. (2019). The reality of administrative empowerment
among the recently employed administrators in the intermediate schools.
International Education Studies, 12(6), 120–133. doi:10.5539/ies.v12n6p120
Allen, G. P., Moore, W. M., Moser, L. R., Neill, K. K., Sambamoorthi, U., & Bell, H. S.
(2016). The role of servant leadership and transformational leadership in
academic pharmacy. American Journal of Pharmaceutical Education, 80(7), 1–7.
doi:10.5688/ajpe807113
Alsop, R., Bertelsen, M., & Holland, J. N. (2006). Empowerment in practice from
analysis to implementation. Washington, DC: World Bank.
Altruism. (2020). Merriam-Webster Online Dictionary. Retrieved from
https://www.merriam-webster.com/dictionary/altruism

152

Amanchukwu, R. N., Stanley, G. J., & Ololube, N. P. (2015). A review of leadership
theories, principles and styles and their relevance to educational
management. Management, 5(1), 6–14. doi:10.5923/j.mm.20150501.02
Andressen, P., Konradt, U., & Neck, C. P. (2012). The relation between self-leadership
and transformational leadership: Competing models and the moderating role of
virtuality. Journal of Leadership & Organizational Studies, 19(1), 5–8.
doi:10.1177/1548051811425047
Autry, J. (2001). The servant leader: How to build a creative team, develop great morale,
and improve bottom-line performance. New York, NY: Three Rivers Press.
Baker, S. R., Bloom, N., & Davis, S. J. (2016). Measuring economic policy
uncertainty. The Quarterly Journal of Economics, 131, 1593–1636.
doi:10.1093/qje/qjw024
Bass, B. M. (1990). Bass and Stogdill’s handbook of leadership. New York, NY: Free
Press.
Bear, C. (2008). American Indian boarding schools haunt many [radio broadcast].
National Public Radio. Retrieved from
https://www.npr.org/templates/story/story.php?storyId=16516865
Behn, R. (2006). Performance leadership: 11 better practices that can ratchet up
performance. Washington, DC: IBM Center for the Business of Government.
Bell, A. L., & Meinelt, K. (2011). A past, present, and future look at no child left behind.
Human Rights, 38(4), 11. Retrieved from
https://heinonline.org/HOL/LandingPage?handle=hein.journals/huri38&div=44&i
d=&page=

153

Bureau of Indian Education (2020). Retrieved from www.bie.edu
Black, G. L. (2010). Correlational analysis of servant leadership and school climate.
Journal of Catholic Education, 13, 437–466. doi:10.15365/joce.1304032013
Blake, R., & Mouton, J. (1964). The new managerial grid: Strategic new insights into a
proven system for increasing organization productivity and individual
effectiveness, plus a revealing examination of how your managerial style can
affect your mental and physical health. Houston, TX: Gulf.
Blanchard, K. (2000). Leadership by the Book. Executive Excellence, 17(3), 4.
Blanchard, K., Olmstead, C., & Lawrence, M. (2013). Trust works!: Four keys to
building lasting relationships. New York, NY: HarperCollins.
Boyer, D. (2012). A study of the relationship between the servant leader principal on
school culture and student achievement in the lower Kuckokwim school district.
(Unpublished doctoral dissertation). Grand Canyon University, Phoenix, AZ.
Bredeson, P., & Johansson, O. (2000) The school principal’s role in teacher professional
development. Journal of In-Service Education, 26, 385–401.
doi:10.1080/13674580000200114
Brown, R. (2004). School culture and organization: Lessons from research and
experience [A background paper for the Denver Commission on Secondary
School Reform]. Retrieved from
https://www.dpsk12.org/pdf/culture_organization.pdf
Brubaker, D. L. & Simon, L. E. (1986). Emerging conceptions of the principalship.
Journal of Instructional Psychology, 13, 2–26. Retrieved from

154

https://search.proquest.com/openview/bb805b4718868162c5560cadca784f37/1?c
bl=2029838&pq-origsite=gscholar
Brymer, E., & Gray, T. (2006). Effective leadership: Transformational or
transactional? Journal of Outdoor and Environmental Education, 10, 13–19.
doi:10.1007/BF03400835
Bureau of Indian Affairs. (2019). U.S. department of Indian affairs. Retrieved from
https://www.bia.gov/bie
Bush, T. (2015). Organization theory in education: How does it inform school
leadership? Journal of Organizational Theory in Education, 1, 35–47. Retrieved
from www.organizationaltheoryineducation.com
Campagna, R. L., Dirks, K. T., Knight, A. P., Crossley, C., & Robinson, S. L. (2020). On
the relation between felt trust and actual trust: Examining pathways to and
implications of leader trust meta-accuracy. Journal of Applied Psychology,
105(9), 994–1012. doi:10.1037/apl0000474
Cater, G. (2018). Repairing the neglected prison-to-school pipeline: Increasing federal
oversight of juvenile justice education and re-entry in the reauthorization of the
Elementary and Secondary Education Act. Georgetown Journal of Poverty and
Law, 25(3), 372–400. Retrieved from
https://heinonline.org/HOL/LandingPage?handle=hein.journals/geojpovlp25&div
=22&id=&page=
Chan, S. & Mak, W. (2014). The impact of servant leadership and subordinates’
organizational tenure on trust in leader and attitudes. Bingley, UK: Emerald
Group Publishing Limited. doi:10.1108/PR-08-2011-0125

155

Chirichello, M. (2003). Co-principals: A double dose of leadership. Principal, 82(4), 40–
44. Retrieved from
http://explore.bl.uk/primo_library/libweb/action/display.do?tabs=detailsTab&gath
StatTab=true&ct=display&fn=search&doc=ETOCRN127120328&indx=1&recId
s=ETOCRN127120328
Child Mind Institute. (2016). Children’s mental health report. Retrieved from
https://childmind.org/report/2016-childrens-mental-health-report/
Clark, D., Martorell, P., & Rockoff, J. (2009). School principals and school performance.
CALDER Working Paper 38. National Center for Analysis of Longitudinal Data
in Education Research. Retrieved from
https://files.eric.ed.gov/fulltext/ED509693.pdf
Coetzer, M. F., Bussin, M., & Geldenhuys, M. (2017). The functions of a servant
leader. Administrative Sciences, 7(1), 5. doi:10.3390/admsci7010005
Cohen, J., & Snow, S. (2002). Impact of changing difficulty on inferences from the
National Assessment of Educational Progress. Journal of Educational
Measurement, 39(2), 91–114. doi:10.1111/j.1745-3984.2002.tb01137.x
Colgren, C., & Sappington, N. (2015). Closing the achievement gap means
transformation. Education Leadership Review of Doctoral Research, 2(1), 24–33.
Retrieved from https://eric.ed.gov/?id=EJ1105741
Collaboration for High Performance Schools. (2019). Getting started with CHPS.
Retrieved from https://chps.net/getting-started-chps

156

Collins, J. (2006). Level 5 leadership: The triumph of humility and fierce
resolve. Managing Innovation and Change, 234. Retrieved from
https://www.bhamcityschools.org/cms/lib5/AL01001646/Centricity/Domain/130/
Level5%20Leadership%20Jim%20Collins.pdf
Collins, J., & Porras, J. I. (2008). Organizational vision and visionary
organizations. California Management Review, 50(2), 117–137.
doi:10.2307/41166682
Covey, S. R. (1990). Principle-centered leadership. New York, NY: Fireside BooksSimon and Schuster.
Craig, G., & Mayo M. (1995). Community empowerment: A reader in participation and
development. London, England: Zed Books.
Cranston, A. (2016). Leveling the playing field through social emotional learning:
Cultivating grit in expanded learning programs. Leadership, 46(1), 16–21.
Retrieved from https://search-ebscohostcom.libproxy.chapman.edu/login.aspx?direct=true&AuthType=ip,uid&db=edsgis
&AN=edsgcl.465495393&site=eds-live.
Creswell, J. W. (2005). Educational research: Planning, conducting, and evaluating
quantitative and qualitative research. Upper Saddle River, NJ: Pearson.
Creswell, J. & Poth, C. (2018). Qualitative inquiry & research design: Choosing among
five approaches. Thousand Oaks, CA: SAGE.
Cross, T. C., & Rice, C. R. (2000). The role of principal as instructional leader in a
standards-driven system. National Association of Secondary School Principals
Bulletin, 84(620), 61–65. doi:10.1177/019263650008462007

157

Daniele, L. (2017). Discourses on empowerment in adult learning: A view on renewed
learning. International Academic Forum Journal of Education, 5(2), 49–64.
Retrieved from https://files.eric.ed.gov/fulltext/EJ1156270.pdf
Dansereau, F., Seitz, S. R., Chiu, C. Y., Shaughnessy, B., & Yammarino, F. J. (2013).
What makes leadership, leadership? Using self-expansion theory to integrate
traditional and contemporary approaches. The Leadership Quarterly, 24(6), 798–
821. doi:10.1016/j.leaqua.2013.10.008
Dartey-Baah, K. (2015). Resilient leadership: A transformational-transactional leadership
mix. Journal of Global Responsibility, 6, 99–112. doi:10.1108/JGR-07-2014-0026
Daud, Y., Raman, A., Don, Y., Mohd Sofian, O., & Hussin, F. (2015). The type of
culture at a high performance schools and low performance school in the State of
Kedah. International Education Studies, 8(2), 21–31. doi:10.5539/ies.v8n2p21
DeMatthews, D. (2014). Principal and teacher collaboration: An exploration of
distributed leadership in professional learning communities. International Journal
of Educational Leadership and Management, 2(2), 176–206.
doi:10.4471/ijelm.2014.16
de Waal, F. B. (2008). Putting the altruism back into altruism: The evolution of empathy.
Annual Review of Psychology, 59(1), 279–300.
doi:10.1146/annurev.psych.59.103006.093625
DeYoung, R. (2000). New ways to promote proenvironmental behavior: Expanding and
evaluating motives for environmental responsible behavior. Journal of Social
Issues, 56(3), 509–526. doi:10.1111/0022-4537.00181

158

Doraiswamy, I. R. (2013). Servant leadership in teaching. International Journal of
Human Resource Studies, 3(1), 100–103. doi:10.5296/ijhrs.v3i1.3035
Dorasamy, N. (2010). Enhancing an ethical culture through purpose-directed leadership
for improved public service delivery: A case for South Africa. African Journal of
Business Management, 4(1), 56–64. Retrieved from
https://openscholar.dut.ac.za/bitstream/10321/1150/1/article1380699703_Dorasa
my2.pdf
DuFour, R., & Mattos, M. (2013). How do principals really improve schools?
Educational Leadership, 70(7), 34–40. Retrieved from https://search-ebscohostcom.libproxy.chapman.edu/login.aspx?direct=true&AuthType=ip,uid&db=eric&
AN=EJ1015452&site=eds-live
Durand, F. T., Lawson, H. A., Wilcox, K. C., & Schiller, K. S. (2016). The role of district
office leaders in the adoption and implementation of the Common Core State
Standards in elementary schools. Educational Administration Quarterly, 52(1),
45–74. doi:10.1177/0013161X15615391
Egilmez, E., & Naylor-Tincknell, J. (2017). Altruism and popularity. International
Journal of Educational Methodology, 3(2), 65–30. doi:10.12973/ijem.3.2.065

159

Ekinci, A. (2015, April). Development of the school principals’ servant leadership
behaviors scale and evaluation of servant leadership behaviors according to
teachers’ view. Egitm Ve Bilim-Education and Science, 40(179), 341–360.
Retrieved from
https://www.researchgate.net/publication/277905895_Development_of_the_Scho
ol_Principals%27_Servant_Leadership_Behaviors_Scale_and_Evaluation_of_Ser
vant_Leadership_Behaviors_According_to_Teachers%27_Views
Elsbee, W. S. (1939). The American teacher: Evolution of a profession in a democracy.
New York, NY: American Books.
Farkas, G., Morgan, P. L., Hillemeier, M., Mitchell, C., & Woods, A. D. (2020). Districtlevel achievement gaps explain black and Hispanic overrepresentation in special
education. Exceptional Children, 86(4), 374–392.
doi:10.1177/0014402919893695
Farling, M. L., Stone, A. G., & Winston, B. E. (1999). Servant leadership: Setting the
stage for empirical research. Journal of Leadership Studies, 6(1-2), 49–72.
doi:10.1177/107179199900600104
Farmer, A. (2018). Preserving the past or preventing the future: Native American parents’
perceptions of school efficacy. International Journal of Educational Leadership
Preparation, 13(1), 142–151. Retrieved from https://eric.ed.gov/?id=EJ1186216
Fields, K. (2016). For native students, educations promise has long been broken.
Chronicle of Higher Education. Retrieved from
https://www.chronicle.com/article/for-native-students-educations-promise-haslong-been-broken/

160

Fiedler, F. E. (1972). The effects of leadership training and experience: A contingency
model interpretation. Administrative Science Quarterly, 17(4), 453–470.
doi:10.2307/2393826
Fishbaugh, M., Dugi, R., & Schmitz, S. (2016). Montana schools of promise: Addressing
equity in American Indian education. Journal of Research in Special Education
Needs, 16(1), 719–720. doi:10.1111/1471-3802.12207
Franta, P. J. (2000). A validation study of Shaw’s assessment of
organizational trustworthiness. Dissertation Abstracts International, B, 61(05),
(AAT 9974629).
Frick, D. M. (2004). Robert K. Greenleaf: A life of servant leadership. San Francisco,
CA: Berrett-Koehler.
Fulmer, C., & Ostroff, C. (2017). Trust in direct leaders and top leaders: A trickle-up
model. Journal of Applied Psychology, 102(4), 648–657. Retrieved from
https://search-ebscohostcom.libproxy.chapman.edu/login.aspx?direct=true&AuthType=ip,uid&db=edsbig
&AN=edsbig.A499262353&site=eds-live.
Galler, R. (2008). Making common cause: Yanktonais and Catholic missionaries on the
northern plains. Durham, NC: Duke University Press.
Garrison, M. J. (2009). A measure of failure: The political origins of standardized testing.
New York, NY: SUNY Press.
Gay, L. R., Mills, G. E., & Airasian, P. W. (2006). Emotional research: Competencies for
analysis and applications. Columbus, OH: Merrill Greenwood.

161

Gottfried, M. A. & Kirksey, J. (2017). “When” students miss school: The role of timing
of absenteeism on students’ test performance. Educational Researcher,
46(3),119–130. doi:10.3102/0013189X17703945
Graham, P. A. (2005). Schooling America: How the public schools meet the nation’s
changing needs. New York, NY: Oxford University Press.
Gram, J. (2016). Acting out assimilation: Playing Indian and becoming American in the
federal Indian boarding schools. American Indian Quarterly, 40(3), 251–273.
doi:10.5250/amerindiquar.40.3.0251
Glanz, J. (1994). History of educational supervision: Proposals and prospects
[Conference presentation]. Annual Meeting of the Council of Professors of
Instructional Supervision, Chicago, Illinois. Retrieved from
http://files.eric.ed.gov/fulltext/ED369178.pdf
Gloppen, J. (2009). Service design leadership. DeThinking Service, ReThinkingDesign,
59, 77–92. Retrieved from https://ep.liu.se/ecp/059/007/ecp09059007.pdf
Glossary of Education Reform. (2013). School culture. Retrieved from
http://edglossary.org/school-culture/
Green, R. L. (2013). Practicing the art of leadership: A problem-based approach to
implementing the ISLLC standards (4th ed.). Upper Saddle River, NJ: Pearson
Education.
Greenleaf, R. K. (1977). Servant leadership: A journey into the nature of legitimate
power and greatness. Mahwah, NJ: Paulist Press.

162

Greer, W. (2018). The 50 year history of the common core. Educational
Foundations, 31(3/4), 100–117. Retrieved from
http://files.eric.ed.gov/fulltext/EJ1212104.pdf
Grubb, W. N., & Flessa, J. J. (2006). “A job too big for one”: Multiple principals and
other nontraditional approaches to school leadership. Educational Administration
Quarterly, 42(4), 518–550. doi:10.1177/0013161X06290641
Gunn, B. (2002). Leading with compassion. (Best Practices). Strategic Finance, 83(12),
10. Retrieved from
https://go.gale.com/ps/anonymous?id=GALE%7CA87413001&sid=googleSchola
r&v=2.1&it=r&linkaccess=abs&issn=1524833X&p=AONE&sw=w
Harman, W. G., Boden, C., Karpenski, J., & Muchowicz, N. (2016). No child left behind:
A postmortem for Illinois. Education Policy Analysis Archives, 24, 48.
doi:10.14507/epaa.24.2186
Hamza, R. & Abdelmonem, M. (2018). The relationship between transformational
leadership and employee empowerment in certain Egyptian sports federations.
Ovidius University Annals, Series Physical Education & Sport/Science, Movement
& Health, 18(2), 119–124. Retrieved from https://search-ebscohostcom.libproxy.chapman.edu/login.aspx?direct=true&AuthType=ip,uid&db=s3h&
AN=130442227&site=eds-liv
Hanse, J. J., Harlin, U., Jarebrant, C., Ulin, K., & Winkel, J. (2016). The impact of
servant leadership dimensions on leader–member exchange among health care
professionals. Journal of Nursing Management, 24(2), 228–234.
doi:10.1111/jonm.12304

163

Hayes, A. F. (2015). An index and test of linear moderated mediation. Multivariate
Behavioral Research, 50(1), 1–22. doi:10.1080/00273171.2014.962683
Heise, M. (2017). From no child left behind to every student succeeds: Back to a future
for education federalism. Columbia Law Review, 117, 1859–1869. Retrieved from
https://heinonline.org/HOL/LandingPage?handle=hein.journals/clr117&div=65&i
d=&page=
Herndon, B. C. (2009). An analysis of the relationships between servant leadership,
school culture, and student achievement. ProQuest Information & Learning, 69,
2544–2546. doi:10.32469/10355/4657
Higgins, C. (2010). The hunger artist: Pedagogy and the paradox of self-interest. Journal
of Philosophy of Education, 44(2-3), 337–369. Retrieved from https://searchebscohostcom.libproxy.chapman.edu/login.aspx?direct=true&AuthType=ip,uid&db=edsbl
&AN=RN282964076&site=eds-live
Hilberg, R. S., & Tharp, R. (2002). Theoretical perspectives, research findings, and
classroom implications of the learning styles of American Indian and Alaska
Native student. Charleston, WV: ERIC Clearinghouse on Rural Education and
Small Schools.
Hipp, K. A. (1997, March). Documenting the effects of transformational leadership
behavior on teacher efficacy. Paper presented at the annual meeting of the
American Educational Research Association, Chicago, IL.

164

Hoffman, A., & Kurtz-Costes, B. (2019) Promoting science motivation in American
Indian middle school students: An intervention. Educational
Psychology, 39(4), 448–469. doi:10.1080/01443410.2018.1527019
Honig, M. I., Venkateswaran, N., & McNeil, P. (2017). Research use as learning: The
case of fundamental change in school district central offices. American
Educational Research Journal, 54(5), 938–971.
doi:10.3102%2F0002831217712466
Hoy, W. K., & Miskel, C. G. (2008). Educational administration: Theory, research, and
practice (8th ed.). Boston, MA: McGraw-Hill.
Hughes, K. L., & Karp, M. M. (2004). School-based career development: A synthesis of
the literature. Institute on Education and the Economy, Teachers College,
Columbia University. Retrieved from https://files.eric.ed.gov/fulltext
/ED498580.pdf
Jensen, U. T., Moynihan, D. P., & Salomonsen, H. H. (2018). Communicating the vision:
How face‐to‐face dialogue facilitates transformational leadership. Public
Administration Review, 78(3), 350–361. doi:10.1111/puar.12922
Joseph, E. E., & Winston, B. E. (2005). A correlation of servant leadership, leader trust,
and organizational trust. Leadership & Organizational Development Journal,
26(1), 6–22. doi:10.1108/01437730510575552

165

Johnson, K. (2018). Problem solver or evil genius: Thomas Jesse Jones and the problem
of Indian administration. Journal of the Native American and Indigenous Studies
Association, 5(2), 37+. Retrieved from
https://go.gale.com/ps/anonymous?id=GALE%7CA598827184&sid=googleSchol
ar&v=2.1&it=r&linkaccess=abs&issn=23321261&p=AONE&sw=w
Jonyo, B. O., Ouma, C., & Mosoti, Z. (2018). The effect of mission and vision on
organizational performance? Within private universities in Kenya. European
Journal of Educational Sciences, 5(2), 15–33. doi:10.19044/ejes.v5no2a2
Joppe, M. (2000). The research process. Retrieved from
http://www.ryerson.ca/~mjoppe/rp.htm
Kаntаbutrа, S., & Аvеry, G. (2010). Thе powеr of vision: Stаtеmеnt thаt rеsonаtе.
Journаl of Businеss Strаtеgy, 31(1), 37–45. Retrieved from http://ejes.eu/wpcontent/uploads/2018/06/EJES.Vol_.5.No_.2-FOR-PRINT.pdf
Kaplan, S. (2000). New ways to promote proenvironmental behavior: Human nature and
environmentally responsible behavior. Journal of social issues, 56(3), 491–
508. doi:10.1111/0022-4537.00180
Kassarjian, J. B. (1988). Teaching organizational behavior: The contingency of
“contingency theories of leadership.” Journal of Management Education, 12(4),
63–73. doi:10.1177/105256298801200406
Kaufman, J. (2019). Stress and coping among public school principals in a midwest
metropolitan sample. SAGE Open, 9(1), 1–6 doi:10.1177/2158244019829549

166

Kelley, R., Thornton, B., & Daugherty, R. (2005). Relationships between measures of
leadership and school climate. Education, 126(1), 17–25. Retrieved from
https://go.gale.com/ps/anonymous?id=GALE%7CA136846788&sid=googleSchol
ar&v=2.1&it=r&linkaccess=abs&issn=00131172&p=AONE&sw=w
Kim, B. K., Li, L. C., & Ng, G. F. (2005). The Asian American values scale-multidimensional: Development, reliability, and validity. Cultural Diversity and
Ethnic Minority Psychology, 11(3), 187–201. doi:10.1037/1099-9809.11.3.187
Koh, W. L., Steers, R. M., & Terborg, J. R. (1995). The effects of transformational
leadership on teacher attitudes and student performance in Singapore: Summary.
Journal of Organizational Behavior, 16(4), 319–333.
doi:10.1002/job.4030160404
Koretz, D. (2009). How do American students measure up? Making sense of international
comparisons. The Future of Children, 19(1), 37–51. doi:10.2307/27795034
Kouzes, J. M., & Posner, B. Z. (2006). A leader’s legacy. San Francisco, CA: JosseyBass.
Krueger, W. K. (2018). Desolation Mountain. New York, NY: Atria Books.
Kruse, K. (2013). What is leadership? Forbes Magazine. Retrieved from
http://www.forbes.com/sites/kevinkruse/2013/04/09/what-is-leadership/2
/#46b178f3e825
Lamb, R. (2013). How can managers use participative leadership effectively? Retrieved
from http://www.task.fm/participative-leadership
Landsberg, M. (2003). The tools of leadership: Vision, inspiration, momentum. London,
England: Profile Books.

167

Laub, J. (1999). Assessing the servant organization: Development of the servant
organizational leadership (SOLA) instrument (Doctoral dissertation). Retrieved
from ProQuest Dissertations and Theses database. (UMI No. 9921922)
Lawson, S. F. (2004). To secure these rights: The report of President Harry Truman’s
committee on civil rights. Boston, MA: Bedford/St. Martin’s.
Lee, T. (2010). School Climate Characteristics Associated with Dropout Rates for Black
and White Students. Retrieved from ProQuest Dissertations Publishing. (3448529)
Lombard, M., Snyder‐Duch, J., & Bracken, C. C. (2002). Content analysis in mass
communication: Assessment and reporting of intercoder reliability. Human
communication research, 28(4), 587–604. doi:10.1111/j.14682958.2002.tb00826.x
Louis, K. S., Dretzke, B., & Wahlstrom, K. (2010). How does leadership affect student
achievement? Results from a national US survey. School Effectiveness and School
Improvement, 21(3), 315–336. doi:10.1080/09243453.2010.486586
Luthans, F. (2002). Organizational behavior (6th ed.). Singapore, Asia: McGraw-Hill
International Editions.
MacNeil, A. J., Prater, D. L., & Busch, S. (2009). The effects of school culture and
climate on student achievement. International Journal of Leadership in
Education, 12(1), 73–84. doi:10.1080/13603120701576241
Maranto, J. H. (2015). The effect of standardized testing on historical literacy and
educational reform in the U.S. Academic Leadership Journal in Student Research,
3, 8. Retrieved from https://files.eric.ed.gov/fulltext/EJ1062724.pdf

168

March, J., & Olsen. J. (1984). The new institutionalism: Organizational factors in
political life. American Political Science Review, 78, 734–749.
doi:10.2307/1961840
Mareus, R., Firestone, S., Patterson, K., & Winston, B. (2019). Exploring servant
leadership in a top-down environment. Servant Leadership Theory & Practice,
6(1), 53–74. Retrieved from https://csuepress.columbusstate.edu/sltp/vol6/iss1/4
Martin, M. (2018). Qualities of instructional leadership among principals in highperforming Christian schools. Journal of Research on Christian Education, 27(2),
157–182. doi:10.1080/10656219.2018.1500501
Matthias, L. R. (2016). Altruism and the flourishing teacher: Exploring a Christian
theology of love. International Journal of Christianity & Education, 20(2), 106–
118. doi:10.1177/2056997116636135
Maxwell, J. C. (1993). Developing the leader within you. Nashville, TN: Thomas Nelson.
Maxwell, J. C. (2002). Leadership 101: What every leader needs to know. Nashville, TN:
HarperCollins Leadership.
McCardle, P. & Berninger, V. (2014). Narrowing the Achievement Gap for Native
American students: Paying the Educational Debt. Hoboken, NJ: Routledge.
McComas, J. J., Downwind, I., Klingbeil, D. A., Petersen-Brown, S., Davidson, K. M., &
Parker, D. C. (2017). Relations between instructional practices and on-task
behavior in classrooms serving American Indian students. Journal of Applied
School Psychology, 33(2), 89–108. doi:10.1080/15377903.2016.1236308
McMillan, J. H., & Schumacher, S. (2010). Research in education: Evidence-based
inquiry (7th ed.). Upper Saddle River, NJ: Pearson.

169

Melrose, K. (1995). Making the grass greener on your side: A CEO’s journey to leading
by serving. San Francisco, CA: Berrett-Koehler.
Méndez-Morse, S. (1992). Leadership characteristics that facilitate change. Southwest
Educational Development Laboratory. Retrieved from
http://www.sedl.org/pubs/catalog/items/cha02.html
Merriam, S. B. (2009). Qualitative research: A guide to design and implementation.
Hoboken, NJ: John Wiley.
Merritt, K. (2017). A university in the wilderness: Building a community and culture at
the new university of California. UC Berkeley: Center for Studies in Higher
Education. Retrieved from: http://www.escholarship.org/uc/item/3027m934
Meyer, J., & Bogdan, G. (2001). Our “first education.” In L. Berry (Ed.), A pilgrimage of
color [Monograph series]. Morehead, KY: Morehead State University.
Miller, J. M. (2018). U.S. history state assessments, discourse demands, and English
learners’ achievement: Evidence for the importance of reading and writing
instruction in U.S. history for English learners. Journal of Social Studies
Research, 42(4), 375–392. doi:10.1016/j.jssr.2017.12.001
Milner, H. R. (2012). Beyond a test score: Explaining opportunity gaps in educational
practice. Journal of Black Studies, 43(6), 693–718.
doi:10.1177/0021934712442539
Milner, H. R. (2014). Culturally relevant, purpose-driven learning & teaching in a middle
school social studies classroom. Multicultural Education, 21(2), 9–17. Retrieved
from https://eric.ed.gov/contentdelivery/servlet/ERICServlet?accno=EJ1045839

170

Mindtools. (2020). Leadership styles. Retrieved from
https://www.mindtools.com/pages/article/newLDR_84.htm
Monroe, K. (1994). A fat lady in a corset: Altruism and society theory. American Journal
of Political Science, 38(4), 861–883. doi:10.2307/2111725
Morton, J. M. (2014). Cultural code-switching: Straddling the achievement gap. Journal
of Political Philosophy, 22(3), 259–281. doi:10.1111/jopp.12019
Muhammad, A. (2009). Transforming school culture: How to overcome staff division.
Bloomington, IN: Solution Tree Press.
Murtic, S. (2018). a correlation study of perceived servant leadership practices and job
satisfaction among teachers in a military foreign language center (Unpublished
doctoral dissertation). Brandman University, Irvine, CA. Retrieved from
https://digitalcommons.brandman.edu/edd_dissertations/192
Nanus, B. (1992). Visionary leadership: How to re-vision the future. The Futurist, 26(5),
20. Retrieved from
https://search.proquest.com/docview/218558357?accountid=6724
National Center for Education Statistics. (2007). Table 2. Number of public elementary
and secondary schools in the United States and other jurisdictions with
membership, by type of school and state or jurisdiction, and number and
percentage of students in charter, magnet, Title I eligible, and Title I schoolwide
schools, by state or jurisdiction: School year 2004–05. Retrieved from
https://nces.ed.gov/pubs2007/overview04/tables/table_2.asp

171

Neumerski, C. M., Crissom, J. A., Goldring, E., Drake, T. A., Rubin, M., Cannata, M., &
Schuermann, P. (2018). Restructuring instructional leadership: How multiple
measure teacher evaluation systems are redefining the role of the school principal.
Elementary School Journal, 119(2), 270–297. doi:10.1086/700597
Newman, G. E., & Cain, D. M. (2014). Tainted altruism: When doing some good is
evaluated as worse than doing no good at all. Psychological Science, 25, 648–655.
doi:10.1177/0956797613504785
Nguyen-Hoang, P., & Yinger, J. (2011). The capitalization of school quality into house
values: A review. Journal of Housing Economics, 20(1), 30–48.
doi:10.1016/j.jhe.2011.02.001
Norman, E. (2019). Anti-Catholicism in victorian England. London, England: Routledge.
doi:10.4324/9780367351540
Northouse, P. (2014). Introduction to leadership: Concepts and practice. Los Angeles,
CA: SAGE.
Norton, M. J., & Booss, J. (2019). Missionaries, measles, and manuscripts: Revisiting the
Whitman tragedy. Journal of the Medical Library Association, 107(1), 108.
doi:10.5195/jmla.2019.538
Oberfield, Z. (2014). Public management in time: A longitudinal examination of the full
range of leadership theory. Journal of Public Administration Research and
Theory, 24(2), 407–429. doi:10.1093/jopart/mus060

172

Odetunde, O. (2013). Influence of transformational and transactional leaderships, and
leaders’ sex on organizational conflict management behavior. Gender and
Behaviour. 11(1), 5323–5335. Retrieved from
https://www.ingentaconnect.com/content/sabinet/genbeh/2013/00000011/000000
01/art00028
Office of Superintendent of Public Instruction. (2020). Washington State report card.
Retrieved from
https://washingtonstatereportcard.ospi.k12.wa.us/ReportCard/ViewSchoolOrDistr
ict/103300
Ogens, E. M. (2008). The perceived trust of elementary and middle school principals and
leadership attributes in an Abbott district in New Jersey (Doctoral dissertation).
Available from ProQuest Dissertations & Theses Global. (UMI No. 814800655)
Oskineegish, M. (2015). Are you providing an education that is worth caring about?
Advice to non-native teachers in northern first nations communities. Canadian
Journal of Education, 38(3), 1–25. Retrieved from
https://www.jstor.org/stable/canajeducrevucan.38.3.04
Owings, W. A., & Kaplan, L. S. (2012). Leadership and organizational behavior in
education: Theory into practice. San Francisco, CA: Pearson.
Parangan, A. (2020). Leading for excellence: Leadership behaviors that support a highachieving school environment (Unpublished doctoral dissertation). Brandman
University, Irvine, CA. Retrieved from
https://digitalcommons.brandman.edu/edd_dissertations/314

173

Patrnchak, J. M. (2016). Implementing servant leadership at Cleveland clinic: A case
study in organizational change. Servant Leadership: Theory & Practice, 2(1), 3.
Retrieved from
https://csuepress.columbusstate.edu/cgi/viewcontent.cgi?article=1003&context=sl
tp
Patten, M. L. (2012). Understanding research methods: An overview of the essentials.
Glendale, CA: Pyrczak.
Patterson, K. (2003). Servant leadership. A theoretical model. Doctoral Dissertation.
Regent University.
Patton, M. Q. (2015). Qualitative research & evaluation methods: Integrating theory and
practice (4th ed.). Thousand Oaks, CA: SAGE.
Pepper, K. (2010). Effective principals skillfully balance leadership styles to facilitate
student success: A focus for the Reauthorization of ESEA. Planning and
Changing, 41(1/2), 42–56. Retrieved from
http://explore.bl.uk/primo_library/libweb/action/display.do?tabs=detailsTab&gath
StatTab=true&ct=display&fn=search&doc=ETOCRN275483896&indx=1&recId
s=ETOCRN275483896
Peters, T., & Waterman, R. (1982). In search of excellence. New York, NY: Warner
Business.
Perkins, G., Lean, J., & Newberry, R. (2017). The role of organizational vision in guiding
idea generation within SME contexts. Creativity & Innovation Management,
26(1), 75–90. doi:10.1111/caim.12206

174

Plucker, J. A., & Peters, S. J. (2018). Closing poverty-based excellence gaps: Conceptual,
measurement, and educational issues. Gifted Child Quarterly, 62(1), 56–67.
doi:10.1177/0016986217738566
Porter, R. E., Fusarelli, L. D., & Fusarelli, B. C. (2015). Implementing the common core:
How educators interpret curriculum reform. Educational Policy, 29(1), 111–139.
doi:10.1177/0895904814559248
Powe, D. (2020). Leadership approaches federal government civilian employees perceive
most effective for enhancing employee morale and productivity (Unpublished
doctoral dissertation). Brandman University, Irvine, CA. Retrieved from
https://digitalcommons.brandman.edu/edd_dissertations/338
Price, M., Kallam, M., & Love, J. (2009). The learning styles of Native American
students and implications for classroom practice. Southeastern Oklahoma State
University. Retrieved from
https://www.google.com/url?sa=t&rct=j&q=&esrc=s&source=web&cd=&cad=rja
&uact=8&ved=2ahUKEwiUi4OYuevrAhUuvlkKHaTXBykQFjAAegQIAxAB&
url=http%3A%2F%2Fdl.icdst.org%2Fpdfs%2Ffiles1%2F27980b467162bce5de4
deb03769b59d5.pdf&usg=AOvVaw2ujTrzddqx4qKfIS0EcASa
Qian, H., & Walker, A. (2019). Reconciling top-down policy intent with internal
accountability: The role of Chinese school principals. Educational Assessment,
Evaluation and Accountability, 31, 495–517. doi:10.1007/s11092-019-09309-4
Rappaport, J. (1984). Studies in empowerment: Introduction to the issue. Prevention in
Human Services, 3, 1–7. doi:10.1300/J293v03n02_02

175

Redman, J. A. (1995). Thinking about excellence in leadership. Journal for Quality &
Participation, 18(6), 85. Retrieved from
https://search.proquest.com/openview/e1fb4acaaedca86caf01239c8d4d2d5f/1?cbl
=37083&pq-origsite=gscholar
Reeves, D. B. (2002). High performance in high poverty schools: 90/90/90 and
beyond. Center for Performance Assessment, 20, 1–20. Retrieved from
http://www.sandrakreps.com/uploads/4/6/9/4/4694852/high_performance_90_90_
90_and_beyond.pdf
Reyhner, J. & Eder, J. (2004). American Indian education: A history. Norman, OK:
University of Oklahoma Press.
Riccucci, N. (2005). How management matters: Street-level bureaucrats and welfare
reform. Washington, DC: Georgetown University Press.
Rigsbee, C. (2009). What makes a principal great? Teachers Leaders Network.
Retrieved from http://www.edweek.org
Riser-Kositsky, M. (2019). Education statistics: Facts about American schools. Education
Week. Retrieved from https://www.edweek.org/ew/issues/educationstatistics/index.html
Robbins, P., S. (2006). Organization behavior (10th ed.). Upper Saddle River, NJ:
Prentice-Hall.
Roberts, C. M. (2010). The dissertation journey: A practical and comprehensive guide
133 to planning, writing, and defending your dissertation. Thousand Oaks, CA:
Corwin Press.

176

Roby, D. (2011). Teacher leaders impacting school culture. Education, 131(4), 782–790.
Retrieved from
http://search.ebscohost.com.libproxy.chapman.edu/login.aspx?direct=true&AuthT
ype=ip,uid&db=aph&AN=61803698&site=eds-live
Rosier, P. (1999). “The old system is no success”: The Blackfeet nation’s decision to
adopt the Indian reorganization act of 1934. American Indian Culture and
Research Journal, 1, 1–37. doi:10.17953/aicr.23.1.hk2r70m37837n237
Ruff, R. R. (2019). State-level autonomy in the era of accountability: A comparative
analysis of Virginia and Nebraska education policy through no child left behind.
Education Policy Analysis Archives, 27(6). doi:10.14507/epaa.27.4013
Russell, R., & Stone, G. A. (2002). A review of servant leadership attributes: Developing
a practical model. Leadership & Organization Development Journal, 23(3), 145–
157. doi:10.1108/01437730210424
Sandage, S. J., Wiens, T. W., & Dahl, C. M. (2001). Humility and attention: The
contemplative psychology of Simone Weil. Journal of Psychology and
Christianity, 20(4), 360–369. Retrieved from
http://ezproxy.bethel.edu/login?url=http://search.ebscohost.com/login.aspx?direct
=true&db=33h&AN=33h-99D006DD-4E1C0EFD&site=ehost-live&scope=site
Scheffler, E. (2017). Reflecting on Jesus’ teaching on humility from a positive
psychological perspective. Neotestamentica, 51(1), 95–111. Retrieved from
https://newtestament.org.za/neotestamentica/
Schermerhorn, J., Osborn, R., Uhl-bien, M., & Hunt, J. (2012). Organizational behavior
(12th ed.). Danvers, MA: Wiley.

177

Sendjaya, S., & Sarros, J. C. (2002). Servant leadership: Its origin, development, and
application in organizations. Journal of Leadership & Organizational
Studies, 9(2), 57–64. doi:10.1177/107179190200900205
Senge, P., Roberts, C., Ross, R. B., Smith, B. J. & Kleiner, A. (1994). The fifth discipline
fieldbook. New York, NY: Doubleday.
Silverman, M. (2018). Center for Educational Learning. Retrieved from
https://www.k12leadership.org/
Sipe, J. W., & Frick, D. M. (2009). Seven pillars of servant leadership. Mahwah, NJ:
Paulist.
Sousa, M. & Dierendonck, D. (2015). Servant leadership and the effect of the interaction
between humility, action, and hierarchical power on follower engagement.
Journal of Business Ethics, 141(1), 13–25. doi:10.1007/s10551-015-2725-y
Spears, L. C. (2002). Tracing the past, present, and future of servant-leadership. In L. C.
Spears & M. Lawrence (Eds.), Focus on leadership: Servant-leadership for the
twenty-first century (pp. 1-16). New York, NY: Wiley.
Spears, L. C., & Lawrence, M. (2004). Practicing servant leadership: Succeeding
through trust, bravery, and forgiveness. San Francisco, CA: Jossey-Bass.
Steffes, T. L. (2012). School, society, and state: A new education to govern modern
America, 1890-1940. Chicago, IL: University of Chicago Press.
Stone, A., Russell, R., & Patterson, K. (2004). Transformational versus servant
leadership: A difference in leader focus. Leadership & Organization Development
Journal, 25(4), 349–361. doi:10.1108/01437730410538671

178

Story, M. (2002). A breakfast briefing that unscrambled Auckland’s road-jam. New
Zealand Management, 49, 39.
Tangney, J. (2000). Humility: Theoretical perspectives, empirical findings and directions
for future research. Journal of Social and Clinical Psychology, 19(1), 70–82.
doi:10.1521/jscp.2000.19.1.70
Teasley, M. L. (2017). Organizational culture and schools: A call for leadership and
collaboration. Children & Schools, 39(1), 3–6. doi:10.1093/cs/cdw048
Templeton, J. (1999). Agape love: A tradition found in eight world religions. Radnor, PA:
Templeton Foundation Press.
Thompson, D., Wood, R. C., Neuenswander, S. C., Heim, J., & Watson, R. (2019).
Funding public schools in the United States and Indian country. Charlotte, NC:
Information Age.
Trafzer, C., Keller, J., & Sisquoc, L. (2006). Boarding school blues revisiting American
Indian education experiences. Lincoln, NE: University of Nebraska Press.
Trust. (2020). Merriam-Webster Online Dictionary. Retrieved from
https://www.merriam-webster.com/dictionary/trust
Tomlinson, M. (2017). Student perceptions of themselves as ‘consumers’ of higher
education. British Journal of Sociology of Education, 38(4), 450–467.
doi:10.1080/01425692.2015.1113856
Tschannen-Moran, M., & Gareis, C. R. (2015). Faculty trust in the principal: An essential
ingredient in high-performing schools. Journal of Educational Administration, 53,
66–92. doi:10.1108/JEA-02-2014-0024

179

Van Dierendonck, D. (2011). Servant leadership: A review and synthesis. Journal of
Management, 37, 4. doi:10.1177/0149206310380462
Van Dierendonck, D., & Patterson, K. (2015). Compassionate love as a cornerstone of
servant leadership: An integration of previous theorizing and research. Journal of
Business Ethics, 128(1), 119–131. doi:10.1007/s10551-014-2085-z
Van Winkle, B., Allen, S., DeVore, D., & Winston, B. (2014). The relationship between
the servant leadership behaviors of immediate supervisors and followers’
perceptions of being empowered in the context of small business. Journal of
Leadership Education, 13(3), 70–82. doi:10.12806/V13/I3/R5
Vasilescu, M. (2019). Leadership styles and theories in an effective management activity.
Analele Universităţii Constantin Brâncuşi din Târgu Jiu: Seria Economie, (4),
47–52. Retrieved from
https://doaj.org/article/756f5516ec5e4bef9efe3cd86a7568e4
Velez, D. (2018). More than 76 million students enrolled in U.S. schools. Census Bureau
Reports. Retrieved from https://www.census.gov/newsroom/pressreleases/2018/school-enrollment.html
Vogell, H., & Gutierrez, B. (2006). Long road to school sanctions. Atlanta Journal
Constitution. Main Edition. Retrieved from https://search-ebscohostcom.libproxy.chapman.edu/login.aspx?direct=true&AuthType=ip,uid&db=edsbro
&AN=edsbro.A148221846&site=eds-live
Vollmer, J. V. (2010). Schools cannot do it alone: Building public support for America’s
public schools. Fairfield, IA: Enlightenment Press.

180

Wallace Foundation. (2013). The school principal as leader: Guiding schools to better
teaching and learning. Retrieved from
https://www.wallacefoundation.org/knowledge-center/Documents/TheSchoolPrincipal-as-Leader-Guiding-Schools-to-Better-Teaching-and-Learning2ndEd.pdf
Walter, J. E., Caldwell, S. D., & Marshall, J. (1980). Evidence for the validity of
situational leadership theory. Educational Leadership, 37(8), 618–621.
Welker, G. (2019). Black elk: Holy man of the Oglala Sioux 1863-1950. Return to
Indigenous people literature. Retrieved from
https://www.indigenouspeople.net/blackelk.htm
Wells, C. M. (2013). Principals responding to constant pressure: Finding a source of
stress management. NASSP Bulletin, 97(4), 335–349.
doi:10.1177/0192636513504453
Welner, K. G., & Carter, P. (2013). Achievement gaps arise from opportunity gaps. New
Your, NY: Oxford University Press.
Westaby, J. D., Probst, T. M., & Lee, B. C. (2010). Leadership decision-making: A
behavioral reasoning theory analysis. The Leadership Quarterly, 21(3), 481-495.
doi:10.1016/j.leaqua.2010.03.011
Will, M. (2019). 4 things principals can do (and 4 things they shouldn’t) to build
relationships with teachers. Edweek, 39, 6–8. Retrieved from
https://www.edweek.org/ew/articles/2019/10/16/4-things-principals-can-do-and4.html

181

White, P. C., Harvey, T. R., & Fox, S. L. (2016). The politically intelligent leader:
Dealing with the dilemmas of a high-stakes educational environment. Lanham,
MD: Rowman & Littlefield.
William, H. (2008). No child left behind: Past, present, and future. Lanham, MD:
Rowman & Littlefield.
Williams, L. B., & Hoy, W. K. (1971). Principal-staff relations: Situational mediator of
effectiveness. Journal of Educational Administration, 9(1), 66–73.
doi:10.1108/eb009657
Wriston, M. J. (2007). Creating a high-performance culture. Organization Development
Journal, 25(1), 8–16. Retrieved from https://www.questia.com/read/1P31304833721/creating-a-high-performance-culture
Yukl, G. (2011). Contingency theories and effective leadership. In A. Bryman, D.
Collinson, K. Grint, B. Jackson, & M. Uhl-Bien (Eds.), The Sage handbook of
leadership. Los Angeles, CA: SAGE.

182

APPENDIX A SYNTHESIS MATRIX
Synthesis Matrix

THEMES

Leadership

Servant
Leadership

Native
Transforma
Contingency
High
American
tional
Trust
Leadership
Performance
Education
Leadership

Agapo
Love

Humility Altruism

Vison

Empower
ment

Service

REFERENCES
x

Adams, D. W. (1995)
Albertyn, R. M., Kapp, C. A., &
Groenewald, C. J. (2001)

x

x
x

Alfadli, M., & Al-Mehaisen, M. (2019)
Allen, G. P., Moore, W. M., Moser, L.
R., Neill, K. K., Sambamoorthi, U., &
Bell, H. S. (2016).
Alsop, R., Bertelsen, M., & Holland, J.
N. (2006)

x

x

x

x

x

Barton, L., S., & Levstik, K., C. (2004)
Bass, B. M. (1990).

x

x

x
x

Bear, C. (2008)
Behn, R. (2006)

x

x

x

x

x

x

Bell, A., L., & Meinelt, K. (2011)
x

x

Black, G. L. (2010)
x

x

Blake, R., & Mouton, J. (1964)
Blanchard, K., Olmstead, C., &
Lawrence, M. (2013)

x

183

School
Principal

Synthesis Matrix

THEMES

Leadership

Servant
Leadership

Native
Transforma
Contingency
High
American
tional
Trust
Leadership
Performance
Education
Leadership

Agapo
Love

Humility Altruism

Vison

Empower
ment

Service

REFERENCES

Brown, R. (2004)

x

Brubaker, D.L. & Simon, L.E. (1986)

x

x
x

x

Bureau of Indian Affairs. (2020)
Bush, T. (2015)

x

x

x

x
x

Chirichello, M. (2003)
Child Mind Institute (2016)
Clark, D., Martorell, P., & Rockoff, J.
(2009)

x

x

x

Cohen, J., & Snow, S. (2002)
Collaboration for High Performance
Schools. (2019)

x

x
x

Collins, J., & Porras, J. I. (2008)
Covey, S. R. (1990)

x

x

Craig, G., & Mayo M. (1995)
Cranston, A. (2016)

x
x
x

x

Cross, T. C., & Rice, C. R. (2000)
x

Daniele, L. (2017)
Daud, Y., Raman, A., Don, Y., Mohd
Sofian, O., & Hussin, F. (2015)

x
x

De Waal, F. B. (2008)
DuFour, R., & Mattos, M. (2013)

x

184

School
Principal

Synthesis Matrix

THEMES

Leadership

Servant
Leadership

Native
Transforma
Contingency
High
American
tional
Trust
Leadership
Performance
Education
Leadership

Agapo
Love

Humility Altruism

Vison

Empower
ment

Service

REFERENCES

Durand, F. T., Lawson, H. A., Wilcox,
K. C., & Schiller, K. S. (2016)
Egilmez, E., & Naylor-Tincknell, J.
(2017)
Elsbee, W. S. (1939)

x

x

x
x

x

Farkas, G., Morgan, P. L., Hillemeier,
M., Mitchell, C., & Woods, A. D.
(2020)

x

Farmer, A. (2018)

x

Fiedler, F. E. (1972)

x

x

x

x

Fulmer, C., & Ostroff, C. (2017)
x

Galler, R. (2008)

x

Garrison, M. J. (2009)
Gay, L. R., Mills, G. E., & Airasian, P.
W. (2006)

x
x

Giago, Tim A. (2006)
Glanz, J. (1994)

x

x

x

x
x

Glossary of Education Reform. (2013)
Gloppen, J. (2009)
Green, R. L. (2013)
Greenleaf, R. K. (1977)
Gunn, B. (2002)
Harman, W. G., Boden, C., Karpenski,
J., & Muchowicz, N. (2016)
Hamza, R. & Abdelmonem, M. (2018)
Higgins, C. (2010)
Hilberg, R. S. &. Tharp, R. (2002)
Honig, M. I., Venkateswaran, N., &
McNeil, P. (2017)
Hoy, W. K., & Miskel, C. G. (2008)
Hughes, K. L., & Karp, M. M. (2004
Jonyo, B. O., Ouma, C., & Mosoti, Z.
(2018)

x

x

x

x

x

x

x
x

x
x
x

x
x
x

x

x

x

x

x

x

x
x

185

School
Principal

Synthesis Matrix

THEMES

Leadership

Servant
Leadership

Native
Transforma
Contingency
High
American
tional
Trust
Leadership
Performance
Education
Leadership

Agapo
Love

Humility Altruism

Vison

Empower
ment

Service

School
Principal

REFERENCES

Kаntаbutrа, S. & Аvеry, G. (2010)
Kassarjian, J. B. (1988)
Koretz, D. (2009)
Kouzes, J. M., & Posner, B. Z. (2006)
Kruse, K. (2013)
Lamb, R. (2013)
Laub, J. (1999)
Lawson, S. F. (2004)
Louis, K. S., Dretzke, B., &
Wahlstrom, K. (2010)
Luthans, F. (2002)
March, J., & Olsen. J. (1984)
Matthias, L. R. (2016)
MacNeil, A. J., Prater, D. L., & Busch,
S. (2009)
Maxwell, J. C. (1993)
Maxwell, J. C. (2002)
Mckee, A. R. (2015)
Melrose, K. (1995)
Meyer, J., & Bogdan, G. (2001)
Miller, J., M. (2018)
Milner, H. R. (2012)
Morton, J. M. (2014)
Muhammad, A. (2009)
National Center for Education
Statistics (2007)
Neumerski, C. M., Crissom, J. A.,
Goldring, E., Drake, T. A., Rubin, M.,
Cannata, M., & Schuermann, P. (2018)
Newman, G. E., & Cain, D. M. (2014)
Nguyen-Hoang, P., & Yinger, J. (2011)

x
x
x
x

x

x
x
x

x

x
x

x

x

x

x

x
x

x
x

x

x
x

x

x

x

x

x

x
x

x

x
x

x
x
x

x

x
x

x

x

x

x

x

x

x

x

x

x

186

x

x

x

Synthesis Matrix

THEMES

Leadership

Servant
Leadership

x

x

Native
Transforma
Contingency
High
American
tional
Trust
Leadership
Performance
Education
Leadership

Agapo
Love

Humility Altruism

Vison

Empower
ment

Service

School
Principal

REFERENCES

Oberfield, Z. (2014)
Ogens, E. M. (2008)
Owings, W. A., & Kaplan, L. S. (2012)
Parangan, A. (2020)
Pepper, K. (2010)
Perkins, G., Lean, J., & Newberry, R.
(2017)
Plucker, J. A., & Peters, S. J. (2018)
Porter, R. E., Fusarelli, L. D., &
Fusarelli, B. C. (2015)
Powe, D. (2020)
Price, M., Kallam, M., & Love, J.
(2009)
Riser-Kositsky, M. (2019)
Silverman, M. (2018)
Tangney, J. (2000)
Tschannen-Moran, M., & Gareis, C. R.
(2015)
Trafzer, C., Keller, J., & Sisquoc, L.
(2006)
Rappaport, J. (1984)
Redman, J. A. (1995)
Reeves, D. B. (2003)
Riccucci, N. (2005)
Rosier, P. (1999)
Russell, R., & Stone, G. A. (2002)
Scheffler, E. (2017)
Sipe, J. W., & Frick, D. M. (2009)
Spears, L. C. (2002)
Spears, L. C., & Lawrence, M. (2004)

x

x

x

x

x

x

x

x

x

x

x
x
x
x

x
x

x
x

x

x
x
x

x

x
x
x

x
x

x
x
x

x

x

x

x
x
x

x

Templeton, J. (1999)

x
x

187

Synthesis Matrix

THEMES

Leadership

Servant
Leadership

x

x

Native
Transforma
Contingency
High
American
tional
Trust
Leadership
Performance
Education
Leadership

Agapo
Love

Humility Altruism

Vison

Empower
ment

Service

School
Principal

REFERENCES

Van Dierendonck, D. (2011)
Vasilescu, M. (2019)
Vogell, H., & Gutierrez, B. (2006)
Wallace Foundation. (2013)
Walter, J. E., Caldwell, S. D., &
Marshall, J. (1980)
Welner, K. G., & Carter, P. (2013)
White, P. C., Harvey, T. R., & Fox, S.
L. (2016)
William, H. (2008)
Williams, L. B., & Hoy, W. K. (1971)
Wriston, M. J. (2007)
Yukl, G. (2011)

x
x
x
x

x

x
x

x
x
x
x
x

188

APPENDIX B
Alignment Table
Alignment of Interview Questions to Research Questions
Purpose: The purpose of this phenomenological study was to explore and describe
principals of elementary, middle, and high school of Native American students in
Washington State perceived impact of servant leadership constructs developed by
Patterson (2003) on establishing a culture of high performance.

Research question

Corresponding interview questions

1. What is the impact of the agapao

Q1: What are your perceptions of the

leadership constructs on

culture that exists in your school

establishing a culture of high

resulting from Agapao Love?

performance?

Q2: What would you describe as the 2
or 3 most important ways to
demonstrate Agapao Love?

Q1 - Tell me about a time where you
2. What is the impact of the humility

put your staff and teachers needs before

leadership constructs on

your own.

establishing a culture of high

Q2 - Servant leaders are characterized

performance?

by displaying humility toward the
members of their school staff. Tell me
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about a time when you showed humility
toward your staff or a staff member?

Q1: What is your perception of altruism
and its impact on your school culture of
3. What is the impact of the altruism

high performance?

leadership constructs on

Q2: What do you believe are the

establishing a culture of high

specific impacts it has on the culture of

performance?

performance in your school?

Q1: How does the use of creating a
vision in your leadership impact the
establishment of a culture of high
4. What is the impact of the vision

performance?

leadership constructs on

Q2: What behaviors or actions do you

establishing a culture of high

observe when vision is prioritized in

performance?

school leadership?

Q1: There is a lot of literature on the
importance of building a climate of trust
within a school. How do you develop
5. What is the impact of the trust

and sustain trust in your school

leadership constructs on

building?
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establishing a culture of high

Q2: Thinking about your school, please

performance?

share some examples of how trust has
supported a culture of high
performance?

Q1: How do you perceive
empowerment in your school?
Q2: Empowerment often encourages
6. What is the impact of the

risk taking and self-accountability,

empowerment leadership

please describe the opportunities you

constructs on establishing a culture

see staff having within your school to

of high performance?

use empowerment?

Q1: Please share some examples when
you have witnessed service within your
school and how did that service impact
7. What is the impact of the service

the culture of high performance?

leadership constructs on

Q2: Describe a service that is provided

establishing a culture of high

in your school and what do you believe

performance?

is the impact of this service on the
overall performance within the
organization?
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APPENDIX C
Field Test Interviewee Feedback Questions
Interviewee:
Interview:
1. How did you feel about the interview? Do you think you had ample opportunities
to describe what you do as a leader when working with your team or staff?
2. Did you feel the amount of time for the interview was ok?
3. Were the questions by and large clear or were there places where you were
uncertain what was being asked?
4. Can you recall any words or terms being asked about during the interview that
were confusing?
5. And finally, did I appear comfortable during the interview… (I’m pretty new at
this)?
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APPENDIX D
Interview Observer Feedback Reflection Questions
Observer:
Interviewer:

1.

How long did the interview take?

2. Were the questions clear or were there places when the interviewee was unclear?
3. Where there any words or terms used during the interview that were unclear or
confusing?
4. How did you feel during the interview? Comfortable? Nervous? For the
observer: how did you perceive the interviewer in regard to the preceding
descriptors?
5. Did you feel prepared to conduct the interview? Is there something you could
have done to be better prepared? For the observer: how did you perceive the
interviewer in regard to the preceding descriptors?
6. What parts of the interview went the most smoothly and why do you think that
was the case?
7. Are there parts of the interview that seemed to be awkward and why do you think
that was the case?
8. If you were to change any part of the interview, what would it be and how would
you change it?
9. What suggestions do you have for improving the overall process?
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APPENDIX E
BUIRB Approval

Dear Antonio Sandifer,
Congratulations, your IRB application to conduct research has been approved by the
Brandman University Institutional Review Board. This approval grants permission for
you to proceed with data collection for your research. Please keep this email for your
records, as it will need to be included in your research appendix.
If any issues should arise that are pertinent to your IRB approval, please contact the IRB
immediately at BUIRB@brandman.edu. If you need to modify your BUIRB application for
any reason, please fill out the "Application Modification Form" before proceeding with
your research. The Modification form can be found at the following
link: https://irb.brandman.edu/Applications/Modification.pdf.
Best wishes for a successful completion of your study.
Thank you,
Doug DeVore, Ed.D.
Professor
Organizational Leadership
BUIRB Chair
ddevore@brandman.edu
www.brandman.edu
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APPENDIX F
Invitation Letter to Participate
Date: xxxxxxxxxxxxx

Dear Potential Study Participant:

I am a doctoral candidate at Brandman University completing research toward a
doctorate degree in Organizational Leadership. I am conducting a study on what is the
impact of Patterson’s (2003) seven servant leadership constructs on establishing a culture
of high performance as perceived by principals of elementary, middle, and high schools
with a student population of 40% or higher of Native American students in Washington
State of high-performance schools?

I am asking for your assistance in the study by participating in a Zoom interview
which will take from 45-60 minutes and will be set up at a time that is convenient for you.
If you agree to participate in the interview, you will be assured that it will be completely
confidential. No names will be attached to any notes or records from the interview. All
information will remain in locked files accessible only to the researcher. No one from
your school district will have access to the information obtained during the interview. You
will be free to stop the interview and withdraw from the study at any time.

I am available to answer questions via telephone (253) 905-4405 or via email at
asandif2@mail.brandman.edu, to answer any questions you may have.
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Please email or call me if you are willing to consider being a part of this study. Your
participation would be greatly valued.

Sincerely,

Antonio Sandifer
Doctoral Candidate
Bradman University in Organizational Leadership
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APPENDIX G
BRANDMAN UNIVERSITY INSTITUTIONAL REVIEW BOARD Research
Participant’s Bill of Rights

Any person who is requested to consent to participate as a subject in an experiment,
or who is requested to consent on behalf of another, has the following rights:

1. To be told what the study is attempting to discover.

2. To be told what will happen in the study and whether any of the procedures, drugs or
devices are different from what would be used in standard practice.

3. To be told about the risks, side effects or discomforts of the things that may
happen to him/her.

4. To be told if he/she can expect any benefit from participating and, if so, what the
benefits might be.

5. To be told what other choices he/she has and how they may be better or worse
than being in the study.

6. To be allowed to ask any questions concerning the study both before agreeing to
be involved and during the course of the study.
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7. To be told what sort of medical treatment is available if any complications arise.

8. To refuse to participate at all before or after the study is started without any adverse
effects.

9. To receive a copy of the signed and dated consent form.

10. To be free of pressures when considering whether he/she wishes to agree to be in the
study.

If at any time you have questions regarding a research study, you should ask the
researchers to answer them. You also may contact the Brandman University Institutional
Review Board, which is concerned with the protection of volunteers in research projects.
The Brandman University Institutional Review Board may be contacted either by
telephoning the Office of Academic Affairs at (949) 341-9937 or by writing to the Vice
Chancellor of Academic Affairs, Brandman University, 16355 Laguna Canyon Road,
Irvine, CA, 92618.
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APPENDIX H
Informed Consent
Informed Consent Form – Interviews

INFORMATION ABOUT: Phenomenological Study on the Impact of Servant
Leadership on Establishing a Culture of High Performance as Perceived by Principals of
Native American Schools

RESPONSIBLE INVESTIGATOR: Antonio Sandifer, M. Ed.

PURPOSE OF STUDY: You are being asked to participate in a research study
conducted by Antonio Sandifer, a doctoral student from the School of Education at
Brandman University. The purpose of this phenomenological study is to explore and
describe principals of elementary, middle, and high school of Native American students
in Washington State perceived impact of servant leadership constructs developed by
Patterson (2003) on establishing a culture of high performance.

The interview(s) will last approximately 45 – 60 minutes and will be conducted over
Zoom.

I understand that:
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a) There are minimal risks associated with participating in this research. I understand
that the Investigator will protect my confidentiality by keeping the identifying codes and
research materials in a locked file drawer that is available only to the researcher.
b) I understand that the interview will be audio recorded. The recordings will be
available only to the researcher and the professional transcriptionist. The audio
recordings will be used to capture the interview dialogue and to ensure the accuracy of
the information collected during the interview. All information will be identifier-redacted
and my confidentiality will be maintained. Upon completion of the study all recordings
will be destroyed. All other data and consents will be securely stored for three years after
completion of data collection and confidentially shredded or fully deleted.
c) The possible benefit of this study to me is that my input may help add to the
research regarding coaching programs and the impact coaching programs have on
developing future school leaders. The findings will be available to me at the conclusion
of the study and will provide new insights about the coaching experience in which I
participated. I understand that I will not be compensated for my participation.
d) If you have any questions or concerns about the research, please feel free to
contact xxxxx@xxxxx.xxx or by phone at (xxx)xxx-xxxx or Dr. Doug DeVore (Advisor)
at xxxxx@xxxxx.xxx.
e) My participation in this research study is voluntary. I may decide to not participate in
the study and I can withdraw at any time. I can also decide not to answer particular
questions during the interview if I so choose. I understand that I may refuse to participate
or may withdraw from this study at any time without any negative consequences. Also,
the Investigator may stop the study at any time.

200

f) No information that identifies me will be released without my separate consent and
that all identifiable information will be protected to the limits allowed by law.

If the study design or the use of the data are to be changed, I will be so informed, and my
consent re-obtained. I understand that if I have any questions, comments, or concerns
about the study or the informed consent process, I may write or call the Office of the Vice
Chancellor of Academic Affairs, Brandman University, at 16355 Laguna Canyon Road,
Irvine, CA 92618, (949) 341-7641.

I acknowledge that I have received a copy of this form and the “Research Participant’s
Bill of Rights.” I have read the above and understand it and hereby consent to the
procedure(s) set forth.

________________________________________
Signature of Participant

_________________________________________
Signature of Principal Investigator
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